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The competition of agriculture industry especially fertilizer is very tight 
considering the existence of AEC policy since 2016. This makes local fertilizer 
company in Indonesia is demanded to improve the quality of its human resources. 
A good quality of human resources can be measured by good employee 
performance. This research aimed to investigate factors affecting employee’s 
performance  especially in fertilizer industry. This study was conducted to 
determine the effect of discipline, compensation, and competence on employee’s  
performance. In this study, PT Petrokimia Gresik serve as an object representing all 
state-owned fertilizer companies in Indonesia. Population in this research are all 
permanent employees in PT Petrokimia Gresik whic are 3,173 employees. For 
sampling technique, this study used Slovin formula calculation with 10% error rate. 
The samples obtained in this study were 112 employees of PT Petrokimia Gresik. 
This study was conducted by regression analysis. The results of research show that 
discipline, compensation, and competence have a significant effect partially on 
employee’s performance, and competence has a dominant effect on employee’s 
performance. 
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Persaingan industri pertanian khususnya pupuk sangat ketat mengingat 
adanya kebijakan MEA sejak 2016. Hal ini membuat perusahaan pupuk lokal di 
Indonesia dituntut untuk meningkatkan kualitas sumber daya manusianya. Kualitas 
sumber daya manusia yang baik dapat diukur dengan kinerja karyawan yang baik. 
Penelitian ini bertujuan untuk mengetahui faktor - faktor yang mempengaruhi 
kinerja karyawan terutama pada industri pupuk. Penelitian ini dilakukan untuk 
mengetahui pengaruh disiplin, kompensasi, dan kompetensi terhadap kinerja 
karyawan. Dalam penelitian ini, PT Petrokimia Gresik menjadi objek yang 
mewakili seluruh perusahaan pupuk milik negara di Indonesia. Populasi dalam 
penelitian ini adalah seluruh karyawan tetap di PT Petrokimia Gresik yaitu 3.173 
karyawan. Untuk teknik sampling, penelitian ini menggunakan rumus kalkulasi 
Slovin dengan tingkat eror 10%. Sampel yang diperoleh dalam penelitian ini adalah 
112 karyawan PT Petrokimia Gresik. Penelitian ini dilakukan dengan analisis 
regresi. Hasil penelitian menunjukkan bahwa disiplin, kompensasi, dan kompetensi 
berpengaruh secara parsial terhadap kinerja karyawan, dan kompetensi berpengaruh 
dominan terhadap kinerja karyawan. 
 























1.1 Research Background 
Indonesia is an agricultural country with a land area for agriculture of 
about 8 million hectares. Indonesia has extensive land for agricultural development 
that needs to be further developed. This country also has land and season conditions 
which are suitable for agriculture. Indonesia's tropical climate is so supportive that 
Indonesia has a wide array of good agricultural products. The Indonesian 
government needs to control agricultural assets in Indonesia so that they can be 
useful for the people of Indonesia and even for the national income. 
The agricultural sector is expected to be main sector in improving national 
income. In relation to its geographical area and condition, agribusiness is a very 
important economic sector of the country's foreign exchange.The contribution of 
the agricultural sector to Indonesia's gross domestic product (GDP) reached 13.6 
percent. This is the second highest after the manufacture sector contributing to 
Indonesia's GDP of 20.8 percent. More than half of GDP of process industry sector 
is agriculture based. Therefore, the agricultural sector is considered to play an 
important role for the Indonesian economy (Miftahudin, 2016). 
One of the businesses that can help the agricultural sector is fertilizer 
business. Fertilizer business has an important role to increase agricultural 
production. To produce a good agricultural production such as food, it is necessary 




















More treatment is needed to ensure that the products of these plants can be healthy 
and safe for the people to consume.  
Fertilizer is a material to meet the nutrients needed to increase the 
productivity of land and to restore the quality of conversion land (Sukana & 
Notohadiprawiro, 2006). Indonesia is a country that is very suitable for 
businessmen engaging in fertilizer business. Hence, the number of fertilizer 
business keeps increasing in Indonesia. 
According to Indonesian ministry of industrial official data (Kemenperin, 
2016), nowadays there are 64 fertilizer companies in Indonesia. Pupuk Indonesia 
company is one of the biggest fertilizer companies in Indonesia. Pupuk Indonesia 
company is a company that produces a fertilizer owned by the government of 
Indonesia. Pupuk Indonesia company has five subsidiaries. The subsidiaries of PT 
Pupuk Indonesia are PT Pupuk Kalimantan Timur (PKT), PT Pupuk Kujang 
Cikampek (PKC), PT Petrokimia Gresik (PG), PT Pupuk Sriwijaya (Pusri) 
Palembang, and PT Pupuk Iskandar Muda (PIM). All of these subsidiaries are state-
owned fertilizer companies. 
Fertilizer business in Indonesia experiences tight competition because 
there are many companies engaging in the agricultural sector both domestic and 
foreign ones. Fertilizer competition does not only concern with the competition 
among fertilizer companies in indonesia but it is more on the competition between 
domestic fertilizer companies and the foreign ones (ASEAN fertilizer companies). 
This happens due to the implementation of AEC which creates a very tight 
competition nowadays. Because of that, All ASEAN companies are allowed to enter 




















competitors of local companies in all ASEAN countries and of course the number 
of foreign companies throughout ASEAN is not few in numbers; one of which is 
fertilizer company. 
By early 2016 when AEC policy has been applied, local companies can 
still compete with foreign companies coming to Indonesia. According to 
Koeshartono as Director of PT Pupuk Indonesia (Sutrisno & Rini, 2016) The price 
of fertilizer from both domestic and foreign company in early 2016 are US $ 200 
per ton. However, by the end of 2016, foreign companies are able to sell products 
in much cheaper price that is from US $200 per ton to US $195 per ton. Therefore, 
local fertilizer companies must solve these problems by improving the efficiency 
generated by their human resources so that companies can re-compete with foreign 
companies by favouring the quality generated by their human resources. 
Human resources are the most valuable assets in a company, including in 
agricultural companies. Without human resources the companies will not be able to 
get profit or increase its own value. Human Resource Management is based on a 
concept that every employee is human, not machine, and not just a business 
resource. Therefore, several companies must have a good human resources 
management. The company will get a great performance and progress if the 
employees have a great attittude and behavior inside or outside the company.  
Quality of human resources can be shown based on how well the 
employees’ performance in organization. Based on the performance of employees, 
a company can assess whether the employees can meet the expectations of the 




















training in order to meet the expectations of company. Therefore, employee’s 
performance must be considered by manager and company. Employee performance 
is one factor that is important because the progress of the organization or company 
depends on the human resources owned. If performance increases then the success 
of reaching the company's goals is more wide open. On the other hands,  if 
performance declines then it could lead to setbacks for companies and companies 
cannot maintain its business (Mangkunegara in Mangkunegara and Waris, 
2015:1242) 
Previous studies found that one of the factors that can affect employee 
performance is discipline. Discipline has a positive effect on employee 
performance. Good discipline management can make employees gain more 
knowledge in terms of work. This is supported by research conducted by (Anthony, 
2017) who said that the discipline can increase employee performance. Anthony 
also added that good discipline management can broaden the perspective of 
employees, even easier to make the employees to be promoted. Anthony's research 
concludes that, current disciplinary action has ensured that institutional growth 
through effective procedures and good communication. From these statements, it 
can be seen that the discipline set by the company can affect the performance of 
employees in the company. However, there are studies that suggest that discipline 
does not have a significant effect on employee performance, such as research that 
has been done by (Suwuh, 2015). Based on the results of the questionnaire obtained 
by Suwuh, 70% of respondents   live far away from the workplace. Thus, it affects 




















employee performance, the researcher was also interested in doing research 
involving discipline variable.  
In addition, compensation also includes one of the factors that can affect 
employee performance. Good compensation can improve employee performance in  
the organization, and can also attract human resources that have good quality. Some 
researchers pointed out that compensation has a positive impact on employee 
performance. (Ramzan, et al., 2014) found different results stating that 
Compensation has a positive impact on employee performance. It is evident from 
their correlation analysis that all independent variables have weak or moderate 
positive relationships. Ramzan et al also conducted a regression analysis showing 
that all the independent variables had an insignificant and positive influence on 
employee performance. Descriptive analysis also reveals that all independent 
variables have a positive impact on employee performance. That means, what is 
found by Ramzan et al is the positive compensation   but it does not give significant 
impact on employee performance. However, different researchers show different 
results concerning the compensation. One of which is a research conducted by 
(Rizal, et al., 2014).  
The researcher stated that compensation has less contribution to employee 
performance. The study found that high compensation is incompatible with 
employee salary conditions, incentives and benefits is not always able to improve 
employee performance. Hence, the researcher is interested in taking compensation 





















Compensation is a system that all company has made to retain the qualified 
employee, to give the motivation to the employee so the employees might increase 
their performance, and also to attract the prospective talented employees. In PT 
Petrokimia Gresik, the company has different three cores depending on the function 
of each department which are normal core, supporting core and non-core. Each 
cores have different compensation for the employee depending on the employees 
competencies. 
Competence is also one factor that can affect the performance of 
employees in a company. Competence also have important role towards employee 
performance because competence related with knowledge, skills, behavior that 
must be possessed by employee in carrying out their professional duties for the 
organization they are covering. Some researchers found that competence had a 
positive effect on employee performance, but there were also researchers who 
found that the competence had no effect on employee performance, as found by 
(Kolibáčová, 2014). The results of his research, said that there is no relationship 
between competence and employee performance. However, there is research from 
(Ismail & Abidin, 2010) from Malaysia which shows that the competence of 
workers has a significant effect on employee performance. According to the several 
statements above, the discipline of work is related to the timing of work and task 
completion for employee, compensation related to what makes employees 
motivated to improve their performance, and competence relates to the tasks 
assigned to employees. That means, discipline, compensation, and competence 




















Based on the researcher's references above, the influence of discipline, 
compensation, and competence on employee performance must be observed.  It can 
be concluded that the influence of discipline, compensation, and competence on 
employee performance still has inconsistent results. Based on the author's 
experience, PT Petrokimia Gresik has strict rules regarding discipline, some good 
compensation and facilities, and appropriate work for some employees. To extend 
the knowledge of discipline, compensation, and competence according to all 
employees of the company, the authors are interested in conducting research to find 
out how the disciplinary rules, compensation and facilities, and the tasks assigned 
by the company. Therefore, author is conducting a study entitled   “THE 
INFLUENCE OF DESCIPLINE, COMPENSATION AND 
COMPETENCIES TOWARDS EMPLOYEE’S PERFORMANCE (A 
STUDY AT PT. PETROKIMIA GRESIK)”. 
1.2 Research Question 
Based on the previous description stated in the research background, the 
problems of the research are elaborated as follow: 
1. Does discipline affect the employees’s performance of PT Petrokimia 
Gresik? 
2. Does compensation affect the employee’s performance of PT 
Petrokimia Gresik? 
3. Does competencies affect  employee’s performance of  PT Petrokimia 
Gresik? 
4. Does competencies has dominant factor affecting employee’s 




















1.3 Research Objective 
The objectives of this study are as follow:  
1. To know the effect  of the discipline towards the employee’s 
performance of PT Petrokimia Gresik 
2. To know  the effect of the compensation towards the employee’s 
performance of Petrokimia Gresik 
3. To know the effect  of the competencies towards the employee’s 
performance of  PT Petrokimia Gresik 
4. To know if competencies might have dominant effect to employee’s 
performance 
1.4 Research Contribution 
1. For the researcher: 
a. This study is expected to expand the researcher’s perspective and 
knowledge about Human Resource Management in the field, 
especially about the concept ofHuman Resource in PT Petrokimia 
Gresik. 
b. To implement the knowledge that has been learned during the 
study in Faculty of Economics and Business Brawijaya 
University. 
2. For Faculty 
The research is expected to be one of the references concerning 
Human Resource Management, especially theories related to 





















3. For the Company/Institution 
This research can be used as a basis for  a consideration for the 
related directorate of the company/institution in evaluating and it 
might also be used  to develop the policy and strategy related to 
discipline, competencies, and compensation that might help to 





















REVIEW OF RELATED LITERATURE 
2.1. Human Resource Management 
According to Robbins and Coulter (2012:312), Human Resource 
Managemen is important because it can be a significant source of competitive 
advantage as various studies have concluded  for organizations around the world. 
HRM also an important part of organizational strategies. Achieving competitive 
success through people means managers must change how they think about their 
employees and how they view the work relationship. They must work with people 
and treat them as partners, not just as costs to be minimized or avoided. The way 
organizations treat their people has been found to significantly impact 
organizational performance. 
Moses N Kiggundu (in Hartatik, 2014:14) states that HRM is the 
development and utilization of employees in the context of achieving effective 
individual, organizational, public, national and international objectives and 
targets. The statement from Kinggudu explains that the effort to develop the 
potential of the employees through some training, both general and specific in 
order to emerge employees who are really competent in the field. 
2.1.1 Function of Human Resource Management 
In carrying out the work, the organization should pay attention to the 
functions of management and operational functions . According to Flippo (1996: 
5-7), there are two human resource management functions, namely: 




















Human Resource function for its management function consists of organizing, 
planning, leading and controlling human who is an important asset for the 
company. Here are some explanations of the HR functions in management. 
(1) Planning 
Planning the workforce effectively and efficiently to fit the need of the 
company in helping the realization of the goal is very necessary. Planning is 
done by setting employment program. Personnel programs include 
organizing, directing, controlling, procurement, development, 
compensation, integration, maintenance, discipline, and employee’s 
dismissal. 
(2) Organizing 
Activities to organize all employees by establishing the division of 
employee, work relations delegation authority, integration, and coordination 
in the organizational chart. The organizations is just a tools to reach a goals. 
With a good organization, it will help the realizations of goals effectively. 
(3) Directing 
Activities directed all employees to cooperate and work effectively and 
efficiently in helping the achievement of corporate goals, employees and 
society. It is directed by the leader by assigning subordinates to do all the 
tasks well. 
(4) Controlling 
Controll all employees to comply with company regulations and work 
according to plan is important in organizations. If there is some error or 




















place. Employee control includes attendance, discipline, behavior, 
cooperation, job execution and maintaining work environment situations. 
2. Operational Functions 
Human Resource function for its operational function consists of procurement, 
development, compensation, and integration. these are some explanations of 
the HR functions in operational. 
(1) Procurement 
The process of withdrawal, selection, placement, orientation, and induction 
to get employees that fit the needs of the company. Good procurement will 
help achieving goals. 
 
(2) Development 
Development is the process of improving the technical abilities, theoretical, 
conceptual, and moral skills of employees through education and training. 
The education and training provided should be in accordance with current 
and future employment needs. 
(3) Compensation 
Direct and indirect payments, money or goods to employees in return for 
services rendered to the company. The principle of compensation is fair and 
decent. Fairly is defined in accordance with his or her work performance, 
while  worthy means it can meet the primary needs and guided by the 






















Activities to unite the interests of the company and the needs of employees, 
in order to create a harmonious and mutually beneficial cooperation. The 
company earns an employee's profit to meet the needs of his or her work. 
Integration is important and difficult in HRM because it combines two 
opposing interests. 
So the HR function according to the description above consists of 
management functions and functions of operations consists of organizing, 
planning, organizing, leading and controlling human who is an important asset for 
the company. Meanwhile, an operational function of employees includes 
procurement, development, compensation, and integration. 
Managers should link the implementation of HRM with organizational 
strategies to improve performance, develop a corporate culture that supports 
innovation and flexibility. With the implementation of human resource 
management function, the quality of the company's employee’s performance will 
increase. Employee’s performance is necessary to develop the quality of the 
company in any way. By having good employee’s performance quality, the 
company can achieve its vision and mission easily. 
2.1.2 Employee’s Performance 
Performance variables are generally widely used in thesis titles, and are 
generally used as dependent variables. Understanding performance by experts 
found in many management books, or on the internet. According Sulistiyani and 
Rosidah (2009), a person's performance is a combination of ability, effort, and 




















according to Bernardin and Russel (in Sulistiyani and Rosidah, 2009: 223-224) 
states that the performance is an outcome record generated from the function of 
certain employees or parts performed over a period of time. 
Performance is a function of motivation and ability. To accomplish a 
person's task or job someone should have a certain degree of willingness and skill 
level. One's willingness and skills are not effective enough to do something 
without a clear understanding of what to do and how to do it. Performance is a 
real behavior that is displayed by every person as work performance generated by 
employees in accordance with its role in the company. Employee’s performance is 
a very important thing in the company's efforts to achieve its goals. 
2.1.3 Factors Affecting Employee’s Performance 
Performance in carrying out its function does not stand alone, but it is 
always associated with employee’s job satisfaction and the level of reward given, 
and it is also  influenced by the skills, abilities and individual traits. Regarding 
employee’s performance, partner-lawyer according to Rivai (2005: 16) stated that 
Individual performance can basically be influenced by several factors, namely 
expectations on rewards (compensation), encouragement (motivation), ability / 
skill (competencies), work time pressure (discipline), performance appraisal, and 
certainty of work (career development). In accordance with the statement pertner-
lawyer, it can be concluded that the factors that affect employee’s performance are 





















1. Work Discipline 
Some previous researchers such as Thaief et al (2015), Dewi (2013), 
and Mangkunegara and Waris (2015) have proved that discipline does have a 
significant effect on employee’s performance. Discipline is included in 
environmental task because according to Weinberg (1992), the employee who do 
not follow the rules will suffer from a loss such as their competencies will be 
ignored, and their production in their company will have lower quality, such as 
new problem, then there will be increasing number of complaints from customer 
and then it will create an urgency disturbance, then causes some huge time 
preasure, and ultimately it will result in a more ignored procedure than before 
(Weinberg, 1992: 278-282). It means discipline is related to time pressure for 
some task. Disciplineis related to one of the examples of the important value that 
might be judged as one of a good performance for example great attittude and 
behavior. Discipline is a tool used by the manajer to communicate with employees 
so that they are willing to change a behavior as well as an effort to raise awareness 
and the willingness of a person to obey all company regulations and prevailing 
social norms. According to Appelo (2011:186), Discipline is one of the important 
elements for the competencies. The function of the discipline from all perspective 
is similar.  
Work descipline is the professionalism attittude that any kinds of 
company must add as  its culture. If the company can make a new behavior such 
as discipline for its employee, not just for itself,   the company might be able to 
increase its performance. Moreover, work discipline might be one of the reasons 




















According to Kurt Lewin formula (in Helmi, 1996:37-38) there are two 
factors that might influence the work dicipline: 
(1) Personality Factors 
Personality factors that influence the discipline is like the employee’s  
principle. Employees must have the value of their own principle to 
develop their discipline from themself. According to Kelman (in Helmi, 
1996:37), there are three levels of mentality change in someone’s 
attittude, namely: 
(a) Obedience 
This level of discipline is based on the principle of  “afraid” of 
superiority. Usually, this level of discipline will occur when the 
employees are directly faced with  their boss  to get the superior’s 
positive attention on him/her. If there are no superiors in front of 
them, the employee’s discipline won’t occur. 
(b) Identfication 
This level of discipline is based on admiration to superior. For 
example, charismatic superior is exactly respected and becomes the 
main identification. Then, the employee will make their charismatic 
leader as the example for the discipline to occur. If this “main 
identification” leaves the company or organization, work discipline 
will decrease and the infraction will increase. 
(c) Internalization 
This level of discipline will always occur if the employees have 




















nobody. This level of discipline has already been planted in their 
own mind as their principle. 
(2) Environmental Factors 
Discipline is also formed from the someone’s interaction with 
environment, especially social environment. A high work discipline is 
not directly develop, but it is formed by continued learning process. 
Disciplinary will strighten up some group life together, then it will 
make the relationship of the group is binder up peacefully between 
individual to other individual. 
High work discipline does not just appear, but it is a process whereby 
individuals are required to learn continuously. In order to be effective, leaders 
need to play a role in observing the learning process and also need to pay attention 
to consistent, fair, positive, and open principles. 
2. Compensation 
Acording to Dessler (2014:275), Employee’s compensation includes all 
forms of pay going to employees and arising from their employment. It has two 
main components, direct financial payments (wages, salaries, incentives, 
commissions, and bonuses) and indirect financial payments (financial benefits like 
employer-paid insurance and vacations).  The compensation plan should first 
advance the firm’s strategic aims that is why management should produce an 
aligned reward strategy. This means creating a total pay package that produces the 
employee’s behaviors to the firm needs in supporting and achieving its 
competitive strategy. We will see that many employers formulate a total rewards 




















also things such as more challenging jobs (job design), career development, and 
recognition.  
With respect to compensation, managers should address four forms of 
equity: external, internal, individual, and procedural  
(1) External equity refers to how a job’s pay rate in one company compares 
to the job’s pay rate in other companies.  
(2) Internal equity refers to how fair a particular job’s pay rate is when 
compared to other jobs in the same company.  
(3) Individual equity refers to the fairness of an individual’s pay as 
compared with what his or her coworkers are earning for the same or 
very similar jobs in the company, based on performance.  
(4) Procedural equity refers to the “perceived fairness of the processes and 
procedures used to make decisions regarding the allocation of payment. 
Managers use various means to address these four equity issues. For 
example, they use salary surveys (surveys of what other employers are paying) to 
monitor and maintain external equity. They use job analysis and comparisons of 
each job (“job evaluation”) to maintain internal equity. They use performance 
appraisal and incentive payment to maintain individual equity. And they use 
communications, grievance mechanisms, and employee’s participation to help 
ensure that employees view the payment process as procedurally fair. Some firms 
administer surveys to monitor employees’ payment satisfaction. 
Job Evaluation Method is a formal and systematic comparison of jobs 




















determine a job’s relative worth. Job evaluation eventually results in a wage or 
salary structure or hierarchy (this shows the payment rate for various jobs or 
groups of jobs). The basic principle of job evaluation is jobs that require greater 
qualifications, more responsibilities, and more complex job duties should receive 
more payment than jobs with lesser requirements. The basic job evaluation 
procedure is to compare jobs in relation to one another. There are six method in 
job evaluation, namely: 
 
(1) Compensable Factors 
Compensation management specialists call these compensable factors. They 
are the factors that establish how the jobs compare to one another, and that 
determine the pay for each job. Identifying compensable factors plays a 
central role in job evaluation. Usually it is done by comparing each job with 
all comparable jobs using the same compensable factors. However, the 
compensable factors  used depend on the job and the job evaluation method. 
(2) Preparing for the Job Evaluation 
The main steps include identifying the need for the program, getting 
cooperation, and then choosing an evaluation committee. The employees 
may fear that a systematic evaluation of their jobs may reduce their pay 
rates, so getting employees to cooperate in the evaluation is important. 
(3) Job Evaluation Methods: Ranking 




















(a) Obtain job information. Job analysis is the first step. Here job 
descriptions for each job are prepared, and the information they contain 
about the job’s duties is usually the basis for ranking jobs. 
(b) Select and group jobs. It is usually not practical to make a single 
ranking for all jobs in an organization 
(c) Select compensable factors. In the ranking method, it is common to use 
just one factor (such as job difficulty) and to rank jobs based on the 
whole job. 
(d) Rank jobs.Give each rater a set of index cards, each of which contains a 
brief description of a job. Then they rank these cards from lowest to 
highest. Some managers use an “alternation ranking method” for 
making the procedure more accurate 
(e) Combine ratings. Several raters rank the jobs independently. 
(4) Job Evaluation Methods: Job Classification 
Job classification is widely used job evaluation method in which raters 
categorize jobs into groups; all the jobs in each group are of roughly the 
same value for payment purposes. There are several ways to categorize jobs. 
First is to write class or grade descriptions or summaries and place jobs into 
classes or grades based on how well they fit these descriptions. A second is 
to write a set of compensable factors based rules for each class. Then to 
categorize the jobs according to these rules. 
The classification method has several advantages. The main one is that most 
employers usually end up grouping jobs into classes or grades anyway, 




















difficult to write the class or grade descriptions, and considerable judgment 
is required to apply them. Yet many employers use this method  
successfully. 
(5) Job Evaluation Methods: Point Method 
The point method is to determine the degree to which the jobs you’re 
evaluating contain selected compensable factors. It involves identifying 
several compensable factors for the jobs, as well as the degree to which each 
factor is present in each job. 
 
 
(6) Computerized Job Evaluations 
The evaluation committees must debate the level of each compensable 
factor in each job. They then write down their consensus judgments and 
compute each job’s point values or rankings. Most of these computerized 
systems have two main components. There is, first, a structured 
questionnaire. This contains items such as “enter total number of employees 
who report to this position.” Second, all such systems use statistical models. 
These allow the computer program to price jobs more or less automatically, 
by assigning points. (Dessler, 2014:281-285) 
3. Competencies 
Every single company has a competency  standard to keep managing the 
employee into a zero mistake. According to Katawneh (2014:380), competencies 
management is the most important and known in raising the efficiency and 




















the positive thing   reflected on the overall performance of the organization. 
Competencies represent the aquired skills which enable the employee to work in a 
given context. Organizations have sought to build competence models to identify 
key competencies that organizations need to be more competitive and successful 
in the future. Organizations benefit from the use of competence because it gives 
them a better and more sophisticated way to manage, measure, and improve 
employee quality. 
According to Suswardji, et al., (2012:958), competencies as an ability 
to create a satisfying level in a work place, such as the ability to transfer  and 
implement  the skill and knowledge in a different situation. Sutrisno (2010: 202) 
stated that etymologically, competence is defined as the dimension of skill 
behavior or the superiority of a leader or staff has good skills, knowledge, and 
behavior. The definition of competence by Mc.Clelland (in Sedarmayanti, 2007: 
126) is  competency is a fundamental characteristic of a person who directly 
affects, or can predict, excellent performance. In other words, competence is what 
outstanding performers do more often, in more situations, with better results than 
what the policy assessor does. 
According to Spencer and Spencer in Prihadi (2004: 38-39) there are 5 
(five) characteristics of competence, namely: 
(1) Motives   are things that people think or want consistently that cause 
action. 
(2) Traits are physical characteristics and responses consistent with the 




















(3) Self-concept   is the attitudes and values that a person has. 
(4) Knowledge, is information that a person has for a particular field. 
Knowledge  is a complex competence 
(5) Skill  is the ability to perform a certain task both physically and mentally. 
Hence, competencies can be linked to performance in a causal flow 
model that indicates that goals, behaviors, self-concepts, and knowledge 
competencies that then predict competency performance including intentions, 
actions and outcomes. 
Employee’s competence is needed by every organization especially to 
improve performance. According to Prihadi (2004: 57) the benefits of competence 
are: 
(1) Predictor of work success. An accurate competency model will be able 
to determine exactly what knowledge and skills are needed to succeed 
in a job. If a person holds a position is capable of having the 
competencies required in his position then he can be predicted to be 
successful. 
(2) Recruit reliable employees. Once successfully determined what 
competencies are required for a particular position, it can easily be used 
as the basic criterion in the recruitment of new employees 
(3) Basic assessment and employee’s development.Accurate identification 
on job competence can also be used as a measurement of one's ability. 




















someone has certain competence,   how to develop it using  training and 
coaching or he needs to be  mutated to other parts. 
According to Prihadi (2004: 14-16) competence can be a predictor of 
work success. An accurate competency model will determine exactly what 
knowledge and skills needed to succeed in a job. After determining the 
competence of employees, recruiting employees who are reliable and suitable in 
their field is an easy matter. If it has been successfully determined what 
competencies are required for a certain position, then it can easily be used as the 
basic criteria in the recruitment of new employees. Competence can also be the 
basis of assessment and development of employees. Accurate job competence 
identification can also be used as a measurement  of one's ability. Thus, based on 
this competency system can be known how to develop the competence of 
employees, either by training or mutations to other departments. 
4. Motivation 
Work motivation is linked with a work disciplinary. Work disciplinary 
will create motivation to do a good performance when doing some assignment. 
According to Sanjaya (2015:26), motivation is to teach how to push work 
enthusiasm so we can mobilize our skill and ability that we have to reach our 
goals. Some individuals have strong urge to success. They usually do more 
struggle to reach the individual goals rather than getting the achievement. 
Motivation is also the activity  of  causing, distributing, caring, and pushing the 




















Abraham Maslow did a research about the work motivation and found 
some indicators for weak motivation. According to Sofyandi and Garniwa (in 
Sanjaya, 2015:27), there are some indicators showing weak motivation namely: 
(1) Physiological Need 
This need is similar to the primary need of a human being such as food, 
drink, place to live, oxygen, sleep, etc. 
(2) Safety Need 
After physiological needs are fulfilled, a person needs safety such as 
protection from work accident, work assurance, and old day assurance 
after they are retired. 
(3) Social/Love/Belonging Need 
Social need is in the form of  friendship, alliance, and interaction with 
other people. In some organization, social need is like unified work 
groups, good supervision, vacation together, etc. 
(4) Esteem/Achievement Need 
This need  is needed if one  want to be resepected as a person for the 
achievement, skills, abilities, and work effectiveness which are not 
owned by   other people . 
(5) Self-actualization Need 
This necessity means daily necessities, such as daily necessities, food 
and drink, clothing  to meet the needs of his family. 
Maslow himself had considered this need to have the  highest hierarchy. 
Self-actualization is realized in the development process of real potential from 




















person gives his/her ratio of the attitude. Some individuals have a strong need and 
wants to reach their goals. Some individuals also have many different kinds of 
motivation to push themself into it. Work motivation is something or anything 
that could push the employee so they can do what their best for the company. It  
might also be concluded as reciprocal for the employee. 
5. Performance Appraisal 
In every organization, Human Resources is a vital thing that could  
affect the company performance. If employees in the organization are happy, they 
will do their best for the organization. That is why, it is very important to manage 
human resources. The organization strives to satisfy and support its employees to 
get the best results.Performance appraisal is one of the main functions of HR 
management. Employees with the whole organization will work better when their 
performance is assessed.If there is no assessment of employee’s performance for 
their good performance, then they will not do it again in various jobs 
According to Rudman (In Wanjala, 2015:336), Performance appraisal is 
one important factors in an organization in improving employee’s 
performance.The implementation of the work as a whole is not only seen or 
valued  from its physical results but it covers various matters, such as work 
ability, discipline, employment relationship, initiative, leadership and special 
matters that is appropriate to the field of work   occupied. 
Performance appraisal is  an assessment of the real work with the 
quality standards and quantity produced by each employee. Performance appraisal 




















achieved by each employee. Performance appraisal is important for every 
employee and that is useful for the organization to make decisions and establish 
further policy actions. 
6. Career Development 
Oduma and Were (2014) stated that a leader who expects maximum 
performance in his organization should pay attention to factors affecting the 
employee's own performance. One of the factors is career development. Career 
Development is one of important factors in achieving an employee’s job 
satisfaction. With career development one can foster an employee's ability to work 
better. 
Career development is needed for every employees in the course of 
their working life. With the career development, the employees  will get material 
satisfaction such as facilities, salary increases, allowances and   non-material 
satisfaction such as feelings of pleasure, pride and etc. 
2.1.4 Discipline, Competencies, and Compensation 
The researcher decided to choose discipline, competencies, and 
compensation as independent variables towards the employee’s performance 
because the independent variable is more specific, as mentioned above in 
"performance appraisal". Researchers found that performance appraisals were 
assessed on a range of issues, such as work ability, discipline, employment 
relations, initiative, leadership and specific matters corresponding to occupied 
occupations. That means, discipline is included in the assessment of employee’s 




















Compensation is also one way to increase employee’s motivation. So, the 
compensation is going to be the one of the things that could improve the 
employee’s performance through their motivation. Therefore, the researcher 
wonders whether the compensation that has been applied at the company is 
enough to increase the motivation and give effect to the performance of 
employee’s in the company. Compensation is also included in carer development 
to improve the employee’s performance. 
Not just compensation, the competencies is also one of the career 
developments that becomes an important thing to develop the performance of the 
employees.  According to the previously mentioned theory, Career Development 
is one of important factors in achieving an employee’s job satisfaction. With 
career development, someone can foster an employee's ability to work better. That 
means, before the career development occurs, the manager must motivate the 
employees to improve their ablity or skill in the workfield. Then, the manager can 
take the performance evaluation for some periode of time to approve the 
employee’s work performance. Ultimately, manager can decide if he will improve 
the employees career or not. 
This is also supported by previous research that has been done by some 
researchers such as Thaief, et al., (2015), Dewi (2013), Mangkunegara and Waris 
(2015), and Ramzan et al (2014). These researchers have stated that discipline, 
compensation, and competence have a significant influence on employee 
performance. Therefore, that is why the independent variables namely discipline, 
compensation, and competencies are considered as the specific important factors 




















the theory to a big company such as PT Petrokimia Gresik to prove whether   
discipline, competencies, and compensation affect employee’s performance or 
not. 
2.1.5 AMO Theory 
In addition, there is a conceptual theory called Ability, Motivation, and 
Opportunity (AMO) theory that is related to discipline, compensation, and 
competencies that is oftenly used in employee performance research. According to 
Gerhart (2005: 175), HRM practices will affect the people’s ability (appropriate 
selection, hiring, training instruments), motivation (pay for performance such as 
compensation), and opportunity (opinion or suggestion, teamwork systems) to 
contribute to firm performance.  
According to Bos-Nehles, et al., (2013: 5), the theory of AMO is based 
on the formula P = f (A; M; O). Performance is a function of ability plus 
motivation plus opportunity. Each performance antecedent will have a direct and 
independent contribution, regardless of other antecedents (Boxall and Purcell in 
Bos-Nehles, et al., 2013:5). However, the motivation and the opportunity itself 
can not directly affect the performance of HRM without the skills and knowledge 
that necessary to implement the HRM practices in the field of employment. 
Feasibility is a necessary prerequisite for the performance may occur. Motivation 
and opportunity are also important, but only after considerable ability assured. 
Therefore, the ability to predict has a direct effect on performance, while the 




















According to a research  conducted by Bos-Nehles, et al., (2013), the 
use of  AMO theory is based on the formula P=A+(AxM)+(AxO) as an 
hypothesis. In this case, only ability will have an independent and direct positive 
effect on performance. The result showed that motivation and opportunity had no 
direct significant effect on HRM implementation effectiveness. Motivation would 
become a substitute of ability. If a line manager is able to perform well, 
motivation will add nothing except the expense of making him motivated.  
In this study, the AMO theory is applied to know the implementation of 
the employee’s performance via their ability (competencies), motivation 
(compensation), and opportunity (discipline). The competencies are expected to 
know the skill and ability of the employee to finish their tasks. Then, the 
compensation is to reveal their payment, facility in the office can effect the 
employee’s performance. Ultimately, discipline is expected to know how the 
employees can send their oppinion, suggestion ethically for the company 
especially on thing concerning the attittudes of employee when they are in the 
office and how they give respect to their subordinates in a team or to their work 
partner.  
Therefore,   the independent variables namely discipline, compensation, 
and competencies are considered as the specific important factors that can develop 
the employee’s performance, and the present researcher wants to apply that  
theory to a big company  such as PT Petrokimia Gresik to prove whether 





















2.2 Previous Research 
Previous research is study that is taken from previous research that is  
used to facilitate the collection of data, analytical method, and data processing. 
Thaief, et al., (2015) conducted a research entitled “the Effect of Training, 
Compensation and Work Discipline against Employee’s Job Performance”with 
Training, Compensation, and Work Discipline as the independent variables and 
Employee’s Job Performance as the dependent variable. The research was 
conducted at PT PLN Service Area and Network in Malang with 44 samples from 
80 populations. The researchers used  random sampling to distribute the 
questionaire to the sample. The instrument  used in this research is Descriptive 
analysis, Multi Regression Analysis, Coeficient of determination, and Hypothesis 
testing. The result concluded that employee’s work performance is positively 
responded in training, compensation, and work discipline. 
The research by Dewi (2013) entitled “Pengaruh Kompensasi, 
Kompetensi, Disiplin Kerja dan Pengembangan Karir terhadap Kinerja 
Karyawan pada Kesatuan Bisnis Mandiri Industri Kayu Brumbung Perum 
Perhutani Jawa Tengah” involved four independent variables namely 
Compensation, Competencies,  Work Disipline, and career development, and 
Employee Performance as dependent variable. This research was conducted in 
KBM IK Brumbumng Perhum Perhutani  central  Java and there were 93 
population and sample to get the data, which means the whole employee of the 
company was the sample for this research. The instrument for the analysis in this 
research is Validity test, Reliability test, Classic assumption test, Multi Regression 




















research confirmed that The four elements have positive and significant effect on 
work performance. 
Mangkunegara and Waris (2015) conducted a research entitled “the Effect 
of Training, Competence, and Discipline on Employee’s Performance in 
Company”. There are three independent variables namely Training, Competence, 
and Discipline, with Employee’s Performance as the dependent variable. This 
research was held in Bali, more preciesly in PT Asuransi Bangun Askrida with 
130 respondents that have already differentiated based on education, gender, and 
age. This research used descriptive analysis, multi regression analysis, coeficient 
of determination, and hypothesis testing as their analysis intruments. The research 
result showed that Training, Competencies, and Discipline are Working jointly in 
affecting employee’s performance. 
Ramzan, et al., (2014) conducted a research entitled “the Impact of 
Compensation on Employee’s Performance“ involving two variables, 
Compensation as an independendent variable, and Employee’s Performance as a 
dependent variable. The research was conducted based on Empirical Evidence 
from Banking Sector of Pakistan. Then, the research used Correlation Analysis, 
Regression Analysis, Descriptive Analysis,  and ANOVA as the instrument for 
the analysis. The result of this research is different from each analysis instrument. 
Correlation analysis proved that all the independent variables have weak or 
moderate positive relationship to each other. Regression analysis shows that all 
the independent variables have insignificant and positive impact on employee’s 




















have positive impact on employee’s performance. ANOVA results reveal that 
education did not have the same impact on employee’s performance. 
Kolibáčová (2014) from Czech Republic did a research about the 
relationship between competencies and employee’s performance. The research 
conducted in Acta Universitatis Agriculturae et Silviculturae Mendelianae 
Brunensis. Semi-structured interviews and analysis of internal documents of the 
company took place between 2010 and 2011 and led to the characterisation of the 
competency and performance evaluation system. The evaluation of competency 
and performance of 110 employees made by 22 evaluators is an input to 
quantitative research. The results of the research suggested that when the 
competency rate of one employee is a unit higher than the competency rate of 
another employee, it can be assumed that his performance rate is 7 to 12.5% 
higher. The result according to null hypothesis, is said that there is no relationship 
between competency and employee’s performance. Recommendations concerning  
the effort in  improving  the evaluation system of the company, which can be used 
in any company where employees’ performance and competencies are evaluated, 
and  formulated in the discussion. 
But still there is a researcher that found the  insignificant effect with the 
same variable, namely Ratnasari (2016) that did a  research entitled “The Effect of 
Competence And Compensation to the Performance of Employees Quality 
Assurance Department PT. Peb Batam”. Sri found the result of her research that 
are compensation has significant effect on employee performance. However, 
Competence is not significant with the employee performance of the Department 




















concerning competence still has inconsistency research result eventhough  the 
research of her has the same independent variable with this present research, 
which are compensation and competencies. 
The research conducted by Suwuh (2015) entitled “The Influence Of 
Leadership Style, Motivation, And Work Discipline On Employee Performance 
At Bank Sulut Kcp Likupang” also found a different result. The results showed 
leadership style and motivation have a significant effect on employee performance 
and work discipline has no significant effect on employee’s performance. The 
research was conducted at Bank Sulut KCP Likupang. The main purpose of this 
research is to know the influence of leadership style, motivation and work 
discipline on employee’s performance at Bank Sulut Licupang branch office 
(KCP). 30 employees of PT.Bank Sulut KCP Likupang were surveyed as 
respondents.  
Another research showing insignificant effect on  employee’s performance 
is from Rizal, et al., (2014) entitled "Effect of Compensation on Motivation, 
Organizational Commitment and Employee’s Performance (Studies at Local 
Revenue Management in Kendari City)". The purpose of this study is to test and 
demonstrate empirical effects of compensation for motivation, organizational 
commitment to employee’s performance, motivation to organizational 
commitment and employee’s performance, organizational commitment to 
employee’s performance. The study population is employees who work in the 
Local Device Work Unit (LAWU) in the Management of Local Revenue in 
Kendari as many as 1,394 employees. The sample of research is 126 employees 




















used is SEM (Structural Equation Model). The results of this study indicate that 
compensation has a significant effect on organizational motivation and 
commitment, but no significant effect on employee’s performance. Organizational 
commitment and motivation have a significant effect on employee’s performance, 
and the influence of organizational commitment to employee’s  performance 
significantly. In addition, the study found that compensation can not directly 
improve employee’s performance, but can increase motivation and strengthen 
organizational commitment. Motivation exerts a powerful influence on the 
relationship between compensation and employee performance rather than 
between organizational motivation and commitment or only through 
organizational commitment. 
All previous studies above have some similarities with this study, 
especially the dependent variable. The above research can help the researcher to 
be some useful reference for this research. Thus, the researcher summarizes all 
previous studies above in table 2.1 below. 
Table 2.1 




Name and Title 
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- Dewi (2013): Discipline, compensation, and 
competence have positive and significant effect 
on employee’s performance 
- Thaief, et al (2015): Discipline and 
Compensation have positive effect on 
Employee’s performance. 
- Ramzan, et al (2014): Compensation has no 
significant effect towards employee performance 
- Suwuh (2015): Discipline does not have  
significant effect on  employee’s performance 
- Kolibáčová (2014): There is no relationship 





PT Petrokimia Gresik is forced to improve the quality 
of its employees' performance in order to survive  
intense competition among fertilizer companies, local 
and foreign companies. 
Employee’s Performance 
(Y) 
- Validity test 
- Reliability test 












- t Test 
- F Test 
 
Conclusions and Suggestions 
Source: Researcher, 2017 






























2.3 Research Framework 
Research framework is conceptual drawing regarding  the relationships 
theory with various factors that are already identified as an important problem 
(Sugiyono, 2008:60). Based on theory and previous researches that have been 
presented, then the research framework in this research can be arranged in  Figure 
2.1 above. 
2.4 Hypothesis 
According to Sugiyono (2008:63),hypothesis is a temporary answer to 
the formulation of problems. Before analyzing the aquired data, the theory from 
several books and previous research combined as hypothesis will help to analyze 












Discipline is needed in every companies to increase the quality of 
employee’s performance in every important sector such as production department 
























might impact the company’s condition at the future. According to the several 
previous research, it can be seen that discipline has a positive effect on 
employee’s performance. Some researchers such as Dewi (2013), Mangkunegara 
and Waris (2015), and Thaief et al (2015) have proven that discipline and 
compensation provide a positive impact on employee’s performance. The 
previous researches suggest that timeliness is important to improve the dicipline 
of employees, because if the employees finish their job according to the time that 
has already been set (timeliness) the company’s quality might improve in all 
sector. Therefore, the first hypothesis is:  
H1: Discipline has positive effect  on employee’s performance 
Company’s compensation is  expected to give a fair remuneration, 
bonuses, additional benefits according to the performance of each employee’s, 
safety and protection,  good facilities, and awards that given by the company to 
the employee. Compensation is the external factor to trigger the employee’s 
motivation during the work. The previous research such as Dewi (2013), Ramzan, 
et al., (2014), and Thaief, et al.,  (2015) showed that compensation has positive 
effect on the employee’s performance. That researchers said that the aduquate 
compensation can improve the employee’s performance. Hence, the second 
hypothesis is: 
H2: Compensation has positive effect on employee’s performance 
Competency such as skill and ability can make the recruiter easier which 
employee that reliable in some position. Competency is also needed to improve 




















Kolibáčová (2014) found that competence has a positive impact on employee’s 
performance. With a different object, these researchers found that competence had 
a significant effect on employee’s performance. Based on the results of her study, 
this research hypothesis is stated  as follows:  
H3: Competencies have positive effect  on employee’s performance 
Competence has a dominant influence on employee’s performance 
compared to other variables. This is supported by research conducted by Vertasari 
and Zunaidah (2014) stating that competence variable is more dominant than the 
Compensation variable. The research from Fadillah, et al., (2017) which states 
that Competence dominant influence on employee’s performance rather than work 
discipline and work environment. Based on these studies, the present researcher  
states the following hypothesis: 






















3.1 Type of Research 
This study  is an Explanatory Research with quantitative approach or 
survey method. According to Creswell (2009:145), quantitative method or usually 
called survey method is a data that provides numeric of trends, attitudes, or 
opinion that is studied from the population. In quantitative approach, the 
researcher tests some theory by specifying the hypotheses and collecting data that 
are similar to the topics to support the hypotheses. the design of a survey method 
uses standard format. there are so many examples that the researcher can find on 
things related to the design of survey method in scholarly journals, and from those 
journals there are so many useful type of research. Explanatory research is a 
research that often appeals to researches with many quantitative approach. This is 
typically using explanation to explain quantitaive results by collecting and 
analyzing qualitative data (Creswell, 2009:211).  
This research uses questionaire for the main data collection tools. The 
researcher used  questionaire to study the population and to get the information   
related to descipline, competence, compensation, and their relationship to  
employee performance in the company. Therefore, the researcher used some of 





















3.2 Object, Population, and Sample of the Research 
3.2.1 Object 
Object of research is the underlying of a study based on the study and 
the same conditions of the purpose of this study. The research object in this study 
is discipline, compensation, and competence in employees of PT Petrokimia 
Gresik. The researcher  chose PT Petrokimia Gresik because PT Petrokimia 
Gresik has the largest number of permanent employees compared to all 
subsidiaries of PT Pupuk Indonesia. By having many employees, the company 
can represent a key problem in this research. The company can also represent 
other state-owned fertilizer companies because it has the largest number of 
employees. This is based on PT Pupuk Indonesia annual report which can be seen 
on Table 3.1. 
Table 3.1 
The Total of Permanent Employees of Each Subsidiary of PT Pupuk 
Indonesia. 
Company’s Name The Total of Permanent 
Employee 
PT Petrokimia Gresik 3,173 
PT Pupuk Kujang Cikampek 1,154 
PT Pupuk Kalimantan Timur 2,150 
PT Pupuk Iskandar Muda 656 
PT Pupuk Sriwijadja Palembang 2,364 
Source: PT Pupuk Indonesia Annual Report, 2016. 
3.2.2 Population 
According to Sekaran and Bougie (2013:240), population is the entire 




















researcher want to find out. Population is a whole object or subject such as people, 
animal, events, or anything that could have relation with the researcher topics. In 
this study, researchers want to know the discipline, compensation, and 
competence of all employees, except employees who have a manager position, 
because the questionnaire items from this study is related to the opinions of 
respondents to the manager. Therefore, the population in this study are all 
employees of PT Petrokimia Gresik who have the position of executants, Grade V 
(Junior staff), Grade IV (Intermediate staff) and Grade III (Division staff). The 
total population for this study was 3,173 employee. 
3.2.3 Sample 
Sample comprises several groups selected from population. Sugiyono 
(2008: 81) argued that the sample is part of the number and characteristics 
possessed by the population. This research uses probability sampling technique 
which is proportionate stratified random sampling. Propotionate stratified random 
sampling is done by dividing the population into subpopulations / stratum 
proportionally and done randomly (Sekaran and Bougie 2013: 248). Sampling 
technique with proportionate stratified random sampling is done by collecting data 
on the number of employees from each section which then determined the number 
of samples required for each section. The sample size of this study is determined 
























n = Total Sample 
N = Total Population 
e = Error level (usually 1% or 0.01, 5% or 0.05, and 10% or 0.1) 
(notes: it can be selected by the researcher) 
The population in this study is 3,173 employees and the precision of the 
errors set is 10% or 0.1. then the sample size in this research are: 
 
n = 96.9 or 97  
Then, to determine the size of the sample in each position is done by 
proportional allocation so that the samples taken are more proportional in the 
following way: 
   Total sample for each position = 
 
The level of organization in PT Petrokimia Gresik consists of six grades, 
namely Grade I (General Manager/Primary Staff ), Grade II (Manager/Secondary 
Staff ), Grade III (Division Head/Senior Staff ), Grade IV (Section Head/ 
Intermediate Staff ), Grade V (Head Team/Junior Staff ), and the Executants. 
However, since the sample targets of this study were staff under the manager, the 
sample was selected from grade III, grade IV, grade V, and executants. Thus, the 
total sample for each position to be proportional can be calculated as shown on  
Table 3.2 
.......................... (2) 
Total of population in each position 
Total populations 





















Calculation of the Sample Number of each Level of Position 












































Source: PT Petrokimia Gresik, 2017 
3.3 Unit Analysis 
Unit analysis is a certain unit that is counted as subject or target of 
research (target which is used as analysis or focus studied). The unit of analysis of a 
study can be a particular object, individual, group, region, and time depending on 
the focus of the researcher. Unit analysis in this research is all permanent 
employees of PT  Petrokimia Gresik. 
3.4 Research Timeline 
This research was conducted on May, 2nd 2017 until May, 31st 2017 at  
PT Petrokimia Gresik. This research used cross-section timeline. According to 
Olsen and St. George (2004:7), cross-sectional study aims to select the whole 
population, and from each individuals the data are collected to support the data 




















is collected represents what happens at only one poin in time. It might be done to 
determine the relationship between dependent and independent variables. 
This module will use the term cross-sectional study to determine that there 
are some cause and consequences between descipline (X1), compensation (X2), 
and competencies (X3) towards the employee performance (Y) and using the 
questionaire to collect the data that is used to ask question of the research 
participant. 
3.5 Data Collection Method 
The data collected are  mostly from questionaire. Questionaire is data 
collection method that is conducted by distributing some questions that are related 
to the topic to the respondent or population knowing about the topic. Questionaire 
is preformulated written list of question that respondents can write their answer. 
The questionnaire was chosen because it is an efficient data collection mechanism 
to know exactly what is needed and how to measure research variables. Therefore, 
using questionaire is cheaper and it is not time consuming.The questionaire uses 
Likert scale which has 5 answer preferences, namely: 
1 = Strongly disagree 
2 = Disagree 
3 = Neutral 
4 = Agree 
5 = Strongly Agree  
3.6 Operational Definition and Variable Measurement 
According to Sekaran and Bougie (2013:200), operational definition or 




















variable more measurable in a tangible way. The independent variables   used in 
this research are  Work Discipline (X1), compensation (X2), Competencies (X3), 
and  Employee Performance (Y) as a dependent variable.  
3.6.1 Independent Variable 
The independent variables are variables that could affect the dependent 
variable  
1. Work Discipline (X1) 
According to Thaief, et al., (2015:27), it refers to a behavior and attittude 
of the employee to comply with applicable regulation and to set the 
organization to make it based on the self-awarness. Work discipline has 
four indicators, namely: 
(1) Frequency of attendance at the office on weekdays as well as the accuracy 
of the clock in and go home 
(2) Compliance with applicable regulation 
(3) Attendance to prescribed standards of work 
(4) The work ethic of employees in the company. 

























2. Compensation (X2) 
Based on the Thaief, et al., (2015:26), compensation is a form of reward or 
payment   provided by the company to give the encouragement to the 
employee directly or indirectly. There are five indicators that can become 
the element for the questionaire. They are: 
(1) Salary is the remuneration received by employees periodically in the form 
of money based on the standard that is already determined by the company 
(2) Additional remuneration is  granted to the employees as a form of salary 
related to the performance that is  more than the standards and it is a  tool 
to motivate the employee. 
(3) Protection is a system of compensation in the form of achievement. It can 
be done by providing a sense of security, such as terms of financial, health, 
physical safety (insurance, retirement, etc). 
(4) Facility  awarded to the company in the form of material thing such as 
transportation and house provided by company. 
3. Competencies (X3) 
According to Katawneh and Osman (2014), to measure  compensation, the 
researcher  must consider the following things: 
(1) The level of the employees assignment. The assignment given by the 
employee might influence their skill improvement or not. 
(2) The difficulties of the employees assignment. Employees might feel that 
they have controlled their assignment by themself or still depends of the 




















(3) Manager control. The employee must give the report about their 
assignment progress to the manager or not. 
(4) Job Evaluation. The managers or the superiors give the evaluation for their 
subordinate’s work in each of certain period. 
3.6.2 Dependent Variable (Y) 
The dependent variable of this research is Employee Performance. 
According to Thaief, et al., (2015:27), measurement tools that the researcher used 
for this dependent variable are: 
1. Timeliness: to measure the things related to time working  to finish 
employees  assignment. For example, the employees need  to add 
sometime to finish their assignment. 
2. Quantity of work: It aims to know whether employees  total assignment 
are already appropriate with their ability and the facilities that are given by 
the company.  
3. Quality of work: It aims to know the standard quality of the assignment 
whether it has  already fitted with the employees’ skill and ablity or not. 
 
Based on the definition of the above variables, we know that there are 
many factors or indicators in each variables. Each variables have several 
indicators that representing each variable as the factor that influenced the 























Summary of Variables and Indicators of the Research 
Variables Indicators Source 









 Attendance to prescribed 
standards of work 
(X1.3) 
Ilham, et al,2015 





































 Timeliness (Y1)  
Employee 
Performance (Y) 
Quality of Work (Y2) Ilham, et al, 2015 
 Quantity of Work (Y3)  
Source: Researcher, 2017. 
3.7 Data Analysis Method 
According to Reza (2010:33), before performing data analysis, it is 
necessary to do engineering stages data processing such as editing, coding, 




















obtained in a research data to facilitate the process of coding and data processing 
with statistical techniques.After editing, giving marks in the form of numbers on 
the answers of the questionnaire  is done. After that, it is continued by grouping 
the data into the same category if it is necessary. The coding goal is to simplify 
the answer. Then, it is continued by changing the data that is qualitative in the 
form of quantitative. In this case, researcher used Likert scale in the research 
questionaire which means score of 5 is awarded for a strongly agreed answer, 
score of 4 is awarded for the agreed answer,  score 3 is awarded for a neutral 
answer, score 2 is awarded for the disagree answer, and score of 1 is entitled to a 
strongly disagree answer. 
After the data from the questionaire are processed, there are several test  
done by the researcher to make this research more reliable. In other words, these 
test are called as research instruments which include: validity test, reliability test, 
classical assumption test, multilinear regression test, and hypothesis test. 
3.7.1 Validity Test 
Validity test is used to measure the validity of a questionnaire. According 
to Ghozali (in Reza, 2010), a questionnaire is said to be valid if the question on 
the questionnaire is able to reveal something that will be measured by the 
questionnaire. In this case some questions are used to  accurately reveal the 



























 r   : The correlation coefficients of independent and dependent  
variables 
 n : Total of sample 
 X : Item score 
 Y :  Total score 
The validity or invalidity of an item can be determined by comparing the 
correlation index of products with a significant level of 5%. The instrument is 
declared as an invalid if the probability of a correlation result is above 0.05 (5%), 
but the instrument is valid if the coefficient value between items with item 
number has a significant level below or equal to 0.05 (5%). The instrument 
validity test is performed by calculating the correlation between the instrument 
response score and the total score of the instrument. In this research, testing the 
validity of items of each variable was conducted by using SPSS. 
3.7.2 Reliability Test 
A research can be declared as reliable if there are similarities of data in 
different time periods. Reliability is the term used to show  a measurement result 
that is relatively consistent when the measuring instrument is used repeatedly.A 
reliable measuring tool is a measuring tool that can measure a symptom at 
different times while still showing consistency of results. According to Arikunto 






















r11 : Reliability of the Instrument 
k : Questions  
si : Number of grain variance 
st : Variance total 
If the research variable has Cronbach Alpha which is greater than 60% 
(0.06) then the variable is said to be reliable. On the other hands,  if Cronbach 
Alpha is less than 60% (0.06) then the variable is said to be unreliable. SPSS is 
used to determine the value of reliability of this research. 
3.7.3 Classical Assumption Test 
Prior to testing multiple linear regression analysis of the research 
hypothesis, it is necessary first to perform a test of classical assumptions. The 
classical assumption test is a way of knowing whether the regression model 
obtained can produce a good linear estimator. In this study, the classical 
assumption test use normality test, heteroscedasticity test, and multicolinearity 
test. 
1. Normality Test 
Normal distribution is a continuous distribution which requires that the 
measured variable be continuous. Normality test aims to test whether in a 
regression model, the dependent variable, independent or even both variables have 
a normal distribution or not. Normality testing is performed to find out a normal 
distributed data or not. In this study, the researcher used  Kolmogorov-Smirnov 





















(1) H0 is accepted if the p-value is in the Asimp.Sig (2- tailed)> level of 
significant (α = 0,05) column; therefore, Hα is rejected. 
(2) H0 is accepted if the p-value value in the Asimp.Sig (2-tailed) column 
<level of significant (α = 0.05); therefore, H0 is accepted 
2. Heteroscedasticty Test 
The heteroscedasticity test aims to test whether in a regression model there 
is a variance inequality from one observation to another. If the variance is 
different then it is called heteroscedasticity, but if the variance is fixed, it is called 
homocesdasticity. In this case, a good regression model is a regression that does 
not have heteroscedasticity (Ghozali, 2006:91). 
To detect the presence or absence of heteroscedasticity, then the following 
basic analysis is used: 
(1) If there is a certain pattern, such as certain points that exist and form a 
regular pattern such as waves, widen then narrowed, it means  
heteroscedasticity occurs. 
(2) If the pattern is not clear, as well as dots spread irregularly above and 
below the number 0 on the Y axis, then it occurs homocesdasticity 
3. Multicolinearity test 
According to Ghozali (2006: 91), the function of multicollinearity test  in 
the regression model is to find out the correlation between independent variables. 
If there is a correlation, then there is a problem called multicolinearity. In this 
case, a good regression model should not have multicolinearity on its independent 




















used is Tolerante and Variante Inflation Factor (VIF). Multicolinearity is detected 
in independent variables when VIF> 10, but there will be no multicolinearity 
when VIF <10. 
3.7.4 Multiple Linear Regression 
1. Regression Equation 
This model is used to know the influence of independent variable to 
dependent variable. In this research, there is one dependent variable that is 
employee performance, three independent variables namely discipline, 
compensation, and competencies. The regression equation can be formulated as 




Y  : Employee Performance 
b1,b2,b3 :  Coefficient of Regression 
X1  : Discipline 
X2  : Compensation 
X3  : Competencies 
 e  : Error term 
This regression equation formula does not use constant value because the 
data in this research using likert scale, so the data of this research need standard 
transformation (standardized). 
2. Coefficient of Determination 
 The determination coefficient test (R2) is performed to measure how far 





















coefficient test is used to find out how big the contribution of variable discipline, 
compensation, and competence to employee performance. According Ghozali 
(2006), coefficient of determination is calculated by the formula as follows: 
Kd = r2 x 100%  
Which: 
Kd : Coefficient of Determination 
r : Correlation coefficient value  
If this test found Kd value between 0 to 1, it can be said that the amount 
of variable contribution discipline, compensation, and competence is in 
accordance with the value of Kd itself, then the rest comes from other factors. 
3.7.5. F Test (Model) 
The model feasibility test or more popularly referred to as the F test (some 
call it a model simultaneous test) is an early step in identifying a feasible or 
unimportable regression model. Feasibility means that the estimated model is 
worthy to be used to explain the effect of the independent variables on the 
dependent variable. The test name is referred to as the F test, as it follows the 
following F distribution whose testing criteria are like One Way Anova. In this 
research, F test is used to find out about the validity of the hypothesis framework, 
whether independent variable’s framework is valid with the dependent variable or 
not. According to Lind, et al (2011:411-412), Distribution F has the following 
characteristics: 
(1) Distribution F is continuous.  





















(3) The shape is not symmetrical.  
(4) Asymptotic. 
In this study,  F test statistics is used to determine whether the regression 
model of the discipline variable (X1), compensation (X2), and competence (X3) 
can be estimated to be reasonable or not to the Employee Performance variable 
(Y). The Formula for Test F as proposed by Sugiyono (2003: 47) is as follows: 
 
Which: 
N  : Sum of sample 
m : Sum of Predictor 
R : Correlation coefficient between criterium with predictors.  
This F test can be called significant if Ftable  have bigger value than Fcount 
with 1% signification. 
3.7.6. Hypothesis Test 
1. t Test 
Hypothesis test aims to determine whether there is a clear and reliable 
influence between independent variables (discipline, compensation and work 
competence) on the dependent variable (employee performance). Through this 
step, the researcher will be able to take a conclusion to accept or reject the 
proposed hypothesis. The t test is used to find out whether the independent 
variables are partially significant or not to the dependent variable. The degree of 





















then  the alternative hypothesis is accepted which states that an independent 
variable partially affects the dependent variable. 
According to Sugiyono (in Aftika, 2012:50), T test can be done by the 
following  formula: 
                                     
Which: 
t : Tcalculation which is then compared with ttable 
r : Partial correlations that already found 
n : Total Sample 
 
Testing is done by comparing tcount and ttable with significance level t, 0.05 
(5%) and at degrees of free degrees df = n-k-1. If tcount> ttable, then the independent 
variables significantly influence partially to the dependent variable. But, if 
tcount<ttable, then the independent variable does not partially affect the dependent 
variable. 
2. Dominant Variable 
Among the 3 independent variables, Competence has the most dominant 
influence on employee performance. This dominant test is done by looking at the 
value of Standarized Coefficient on partial test calculation. If the unbound 
variable has the highest Standarized coefficient value, then that variable is the 
dominant variable. 
According to Pearson's correlation, the value of coefficient correlation can 






















(1) 0.00-0.20 = the correlation is very weak. 
(2) 0.21-0.40 = weak correlation of weakness. 
(3) 0.41-0.70 = strong closure correlation. 
(4) 0.71-0.90 = the correlation is very strong. 
(5) 0.91-0.99 = very close correlation. 





















RESEARCH RESULT AND DISCUSSION 
4.1 Company’s Description 
PT Petrokimia Gresik is a state-owned company that was established to 
be a fertilizer producer and other product that has a high value for the competition 
and make the most demanded product for the consumer. The company has been 
producing many kinds of fertilizer like UREA, ZA, SP-36, NPK-Phonska, DAP, 
NPK Kebomas, ZK and organic fertilizer produced by  Petroganik. The company   
also produces non-fertilizer like Sulphate Acid, Phosphate Acid, Ammonia, Dry 
Ice, Alummunium Floride, Cemment Retarder.  
Safety, health, and environmental conservation in every operational 
activity is the priority concern of PT Petrokimia Gresik. This is   because   this 
company is a company related with chemicals that have a high consequence in 
every operation. To keep the safety, health and environment conservation, the 
company provides security equipment such as project helmets, chemical safe 
uniforms and shoes for operational workers as well as safety guarantees to 
employee so that employee always feel safe while working.  
PT Petrokimia Gresik is also concerned about the welfare of farmers as 
their consumers. By improving the company performance, the products produced 
by the company can help farmers to succeed in agricultural products. With the 
welfare of farmers, especially local farmers, it will help the country's economy 
proven by high yield of harvest. In addition, by helping the welfare of farmers to 
fertilize local land, the company also helps protecting the country's agricultural 




















"Suburkan Negeri, Sejahterakan Petani" which means the welfare of local farmers 
can be reached if Indonesia has fertile land. 
The cohesiveness of employees is also a matter of concern to the 
company. The company maintains the cohesiveness of employees by organizing 
internal competitions such as inter-departmental fire fighting competitions to build 
cooperation and solidarity of each department, as well as cooperation for one 
company. In addition, the company has strict rules to familiarize all its personnel to 
be disciplined, honest and professional. Therefore, it can be said that PT Petrokimia 
Gresik form a mature employees and ready to compete with other fertilizer 
companies. 
PT Petrokimia Gresik has wide area located at Gresik Regency, East 
Java, with 450 hectare area. The selection of Gresik as the location of the Fertilizer 
Plant establishment was the result of a feasibility study in 1962 by the Preparatory 
Agency for Industrial Projects (BP3I) under the Ministry of Basic and Mining 
Industry on the basis of consideration of the optimal technical and economic 
benefits such as: 
1. The availability of unproductive land 
2. Availability of water source from Brantas river and Bengawan Solo 
river 
3. It is close to the largest fertilizer consumer areas of plantations and 
farmers of cane 
4. It is close to the port making it easier to lift equipment factories 
during the construction period, raw material procurement and 




















5. It is close to Surabaya which complements adequate completeness 
between other available trained personnel 
From the company description above, we know that PT Petrokimia 
Gresik is a large company. The company is required to always create new products 
to win business competition. Professionalism and attitudes that are planted to 
employees of  the company also become a good culture in this company. This 
company also has a high concern to their employees and good environmental 
conditions. Hence, that what makes PT Petrokimia Gresik company   a great 
company. 
4.1.1 The History of PT Petrokimia Gresik 
The name of “Petrokimia” was derived from the word “Petroleum 
Chemical” and shortened into "Petrochemical" which means that chemicals were 
made from petroleum and gas. It is because the main raw material used for the 
manufacture of fertilizers and chemicals in the company comes from petroleum and 
natural gas. In addition, the company is located in the city of Gresik. Therefore, 
“Petrokimia Gresik” name was created as the name of the company. 
In 1960, the Government of Indonesia was planning to build a fertilizer 
plant which was a priority project in the National Planning Development Plan Phase 
I (1961-1969). The projects were based on MPRS No. II / MPRS / 1960 and 
Presidential Decree no. 260/1960. This project was called the Surabaja Petrokimia 
Project. Afterward, in 1964, the project was carried out the first physical 
construction development based on Indonesian presidential instruction no. I / 1963. 
In 1968, the project had stopped for four years because of political turmoil and 




















continued and inaugurated directly by President Soeharto in the form of Public 
Company (Perum) based on Government Regulation No. 55/1971 on July 10, 1972 
(commemorated as the anniversary of PT Petrokimia Gresik). 
In 1975, the form of business entity that was previously as a Public 
Company (Perum), changed into Persero based on PP. 35/1974 jo PP No. 14/1975. 
In the year 1997, PT. Petrokimia Gresik officially became a holding company with 
PT. Pupuk Sriwidjaja based on PP. 28/1997. The company continues to advance 
and develop until finally the company becomes a member of holding company of 
PT. Pupuk Indonesia Holding Company (PIHC) in 2012 based on Ministry of Law 
and Human Rights Decree number: AHU-17695.AH.01.02. 
Nowadays, PT Petrokimia Gresik is still one of the subsidiaries of PT 
Pupuk Indonesia. This company is the largest company among 5 subsidiaries of PT 
Pupuk Indonesia which is in the fertilizer industry because it has the largest number 
of employees. 
4.1.2 Company’s Logo 
Every company must have a logo to show the company's identity. The logo 
of PT Petrokimia Gresik is a picture of a golden buffalo standing on five-pointed 
petals with white PG letters on the center, added with black inscription that bears 
























Each image in the logo has a meaning, which are: 
1. The Golden Yellow Buffalo 
In Javanese, it is  known as Kebomas as a form of  a company award to 
the region where PT. Petrokimia Gresik is domiciled, that is Kebomas 
District in Gresik Regency. The color of gold as a symbol of greatness, 
glory, and nobility. Buffalo is a symbol of a farmer friend who is loyal, 
tame, courageous, and hard work.  
2. Five-pointed Leaves 
Five-pointed leaves symbolize the five principles of Pancasila. Green is  
a symbol of fertility and prosperity. 
3. White Color on PGs Letter 
PG stands for Petrokimia Gresik. The white color is a symbol of purity, 
honesty, and purity. 
4. Writing Company’s  Name with Black Color 
It is a symbol of depth, stability, and firm belief. The black border 
around the component serves as a symbol of authority and elegance. 
Source:PT Petrokimia Gresik 2016 
 Figure 4.1  





















4.1.3 Vision, Mission, Corporate Strategic Values and Objectives of PT 
Petrokimia Gresik 
The existence of vision and mission is a mandatory requirement for a 
company or organization. Each company has a different vision and mission, all 
depending on the goals to be achieved by each company. The vision and mission 
usually are made when the company is established because the vision and mission 
of the company become the basic foundation for a company. Therefore, the role of 
vision and mission of the company is very important.  
PT Petrokimia Gresik has the following vision, missions, and values. 
1. VISION 
Being a fertilizer producer and other product that has a high value for the 
competition and make the most demanded product for the consumer. 
2. MISSION 
(1) Support the fertilizer stock for the nation to reach food self-sufficiency 
program. 
(2) Improve the result of operations to support the operational activities and 
companies operation development. 
(3) Develop the potential operations to support chemical industries and has an 
active role in community development 
3. VALUE: 
(1) Safety: Giving priority to health and safety and environmental   
preservation in operational activities. 
(2) Innovation: Increasing innovation to win a business 




















(4) Synergistic team: attempting to build a synergistic team spirit. 
(5) Customer satisfaction: utilizing the professionalism to increase customer 
satisfaction. 
However, PT Petrokimia Gresik also has the holding member and joint 
ventures. They are: 
1. Holding member 
(1) PT Petrosida Gresik: Pesticide and liquid fertilizer company. Petrokimia 
Gresik hold 99.9% shares and K3PG hold 0.01% shares.  
(2) PT Petrokimia Kayaku: Pesticide company. Petrokimia Gresik hold 60% 
shares, Nippon Kayaku Co. Ltd hold 20% shares, and Mitsubishi 
Corporation hold 20% shares. 
2. Joint Ventures 
(1) PT Kawasan Industri Gresik (KIG): Preparing the land especially for 
many industries. Petrokimia holds 35% shares. 
(2) PT Petronika: producer of platicizer Diocthyl Phthalate (DOP) material. 
Petrokimia holds 20% shares. 
(3) PT Petrocentral: Sodium Tripoly Phosphate (STPP) producer. 
Petrokimia holds 9.8% shares. 
(4) PT Petro Jordan Abadi: Phosphoric acid producer. Petrokimia holds 
50% shares. 
(5) PT Pupuk Indonesia Energy: Petrokimia holds 10% shares. 
4.1.4 Organizational Structure of PT Petrokimia Gresik  
Organizational structure is the main element for all companies. Without 




















In a Human Resource Planning Department, there is a division that has a job to 
decide and plan the organizational structure of the PT Petrokimia Gresik company. 
Beside of the organizational structure of the company, each department has its own 
division. It is all planned by the Human Resource Planning Department. 
In the organizational structure of PT Petrokimia Gresik, the President 
Director is in the highest position. The main directors oversee four directors 
including Commercial Director, Production Director, Technical and Development 
Director, and Director of Human Resources and General. The President Director 
also directly oversees the General Manager such as Internal Audit and Corporate 
Secretary. Each of the Directors has the responsibility to supervise and control the 
General Manager under them, and the General Manager is responsible for 





























































































Source: Surat Keputusan Direksi, 2016 
Figure 4.2 





















Actually, The Company has 5 Commissioners and 1 President 
Commissioner. Commissioners are not included in the company's organizational 
structure because the commissioners of State-Owned Enterprises are directly sent 
by the government to oversee the SOEs. Thus, the Commissioner is not included in 
the management of SOEs. For state-owned enterprises, the government owns 99% 
of the Company's shares in accordance with Law Number 9 Year 2003 regarding 
State-Owned Enterprise Article 1 paragraph (4) which reads "Public Company, 
referred to as Perum (Public Company), is a state-owned enterprise wholly owned 
by the state and is not divided into shares, which aims for the general benefit of 
providing high quality goods and / or services while pursuing profits based on 
company management principles. " which means the government has absolute 
power over state-owned enterprises. The Government is responsible for overseeing 
business activities, directly or through related agencies, which means that all risks 
that occur are entirely the responsibility of the government. However, the 
Government still gives the freedom of management principles set by the company. 
4.2 The Characteristics of Respondents 
There are some characteristics of respondents that are used to easily 
identify the respondents of the research. The characteristics  are based on gender, 
education, length  of work, and position  in the company. 
4.2.1 The Characteristic of Respondents Based on Gender 
The characteristic of respondents  based on gender  is divided into two 
namely male and female. Based on gender, males are dominantly recruited for this 
company because a job that is related to chemicals is harmful for female, especially 




















performance progress  because women sometimes have the time and special needs 
so that their performance is not always constant. The researcher includes gender as 
one of the characteristics of respondents because it is expected to represent all the 
existing gender  in the company. The data concerning the  characteristic of 
respondents   can be seen on table 4.1 below: 
Table 4.1 
The Characteristics of Respondents Based on Gender  
Gender Frequency Percentage 
Male 92 82.14 
Female 20 17.85 
Total 112 100 
         Source : Primary data  processed, 2017. 
Based on the table 4.1 above, it can be seen that the number of  male  
respondents is 92 respondents or 82.14%, while the number of women respondents 
is 20 respondents or 17.45%. The percentage indicates that the dominant 
respondents obtained by the researcher is male respondents  . This is reinforced by 
the fact that  the availability of  production directorate is larger so it requires more 
male employees. 
4.2.2 The Characteristic of Respondent Based on Education   
In the company of PT Petrokimia Gresik, the educational background of 
the employees is from junior high school, senior high school, diploma, bachelor, 
and postgraduate. This is due to the company's need to hire employees who have at 
least the theoretical guidance associated with their work, such as the junior high 
school graduates are needed to help with the small tasks that their boss does not 




















that can not done by women such as   factories  section that usually deals with 
chemicals that are quite dangerous for female employees. Diploma graduates who 
are mostly occupied by those graduated from chemical engineering who have  
already known things  about chemicals. Bachelor and postgraduate are needed for 
more specific jobs such as marketing, strategy, HRD and so on. The data of 
respondents characteristic based on education can be seen  on  table 4.2 below: 
Tabel 4.2 
The Characteristics of Respondents based on Education 
No. Education 
Total Respondent Percentage 
( Respondents ) ( % ) 
1 Junior High Scool 8 7.14 
2 Senior High School 78 69.64 
3 Diploma 3 2.67 
4 Undergraduate 20 17.85 
5 Post Graduate 3 2.67 
  Total 112 100 
Source : Primary data  processed, 2017. 
Based on the table 4.2 above, it can be seen that the respondents with high 
school graduates are the most dominant  respondent in this study with  78 
respondents or 69.64%. Most employees with high school graduates are placed in 
the production directorate. High school graduates are considered sufficiently 
qualified in the production directorate and ready to be placed in the operations of 
each production  in the company. Directorate of production is also filled by 
employees with Diploma graduates. The diploma chosen by this company is mostly 




















Petrokimia Gresik's production is always related to chemistry. There are 3 or 2.6% 
respondents from diplomas. 
 Undergraduate respondents are 20 respondents or 17.85%. The company 
gives the undergraduate position into at least junior staff, as graduates are 
considered mature in theory and practice. Post Graduate respondents are 3 or 2.67% 
respondents. For post-graduates, the company puts them into a position of at least 
a youth staff.  Post-graduates are considered capable of generating many new ideas 
based on theory and able to make strategies to compete with other companies. 
Therefore, it can be said that this company has a good recruitment qualification. 
4.2.3 The Characteristics of Respondents Based on Tenure 
The length of work is categorized as the respondent's characteristic to 
know how long he/she works in the company, and from that duration the researcher 
can determine the experience gained by each individual employee. The data on 
characteristic of respondents based on working length can be seen on  table 4.3 
below: 
Table 4.3 
The Characteristics of Respondents Based on Tenure 
No. Duration 
Total Respondent Percentage 
(Respondents) ( % ) 
1 1 – 5 Year 48 42.85 
2 6 – 10 Year 45 40.17 
3 11 – 15 Year 19 16.96 
                       Total 112 100 




















Based on the table 4.3 above, it can be seen that the number of respondents 
that have already work for 1-5 years  is as many as 48 respondents or 42.85%. 
Meanwhile, the employees who have worked for 6-10 years is  45 respondents or 
16.96%, and there are 19 respondents or 16.96% have worked for 10-15 years.  The 
data above show that the researchers get respondents who mostly work from 1-10 
years. By looking at the percentage above, it indicates that the selected respondent 
is enough to represent the new employee and the old employee. 
4.2.4 The Characteristic of Respondent Based on Level of Working Position 
 According to researcher, there are six working position of the company that 
become the research consideration. The table 4.4 shows The Characteristic of 
Respondent Based on Level of working position  
Table 4.4 





Grade III 8 7.14 
Grade IV 29 25.89 
Grade V 32 28.57 
Executants 43 38.39 
Total 112 100 
Source : processed Primary data, 2017. 
Based on the above characteristics, the level of workers at PT Petrokimia 
Gresik which is selected as the sample is grade grade III, IV, V, and executants. 
Grade III was chosen because the level was just below the manager level, while the 
researcher did not target the sample for the manager. These levels are levels that 
perform tasks under the manager, comply with the rules set by the company, and 




















Level executants do have a large number of employees because these 
fertilizer and chemical companies require many types of field workers. The field 
worker means that those workers are mentally and physically ready to work directly 
in a factory, such as the production department, because the production department 
of employees is required to spend more energy than other departments and the risks 
that will be faced is very dangerous considering this company is a company in the 
field of fertilizer and chemistry so that workers must have a high accuracy and must 
be extra careful. Thus, the percentage indicates that the respondents obtained are 
sufficient to represent each position in the company. This is reinforced by the 
sample in this study which states that 97 samples are sufficiently representative with 
a 10% error rate. (it can be seen on Table 3.2 Chapter 3) 
4.3 Observed Variable Values  
4.3.1 Frequency Distribution of Discipline Variable (X1) 
In the Discipline variable there are six items of questions given to the 
respondents to be answered. Table 4.5 shows the responses  from 112 respondents 
concerning the Discipline variables. 
From Table 4.5 above, the mean numbers (scores) 5,4,3,2, and 1 are as 
follows: 
   5 : Strongly Agree 
   4 : Agree 
   3 : Neutral 
   2. : Disagree 






















Frequency Distribution  of Discipline Variable (X1) 
Item 
5 4 3 2 1 Total 
Average 
F % F % F % F % f % Total % 
X1.1.1 63 56.25 45 40.18 3 2.68 1 0.89 0 0.00 112 100 4.52 
X1.1.2 28 25.00 55 49.11 18 16.07 10 8.93 1 0.89 112 100 3.88 
X1.2.1 67 59.82 42 37.50 2 1.79 1 0.89 0 0.00 112 100 4.56 
X1.2.2 68 60.71 39 34.82 4 3.57 1 0.89 0 0.00 112 100 4.55 
X1.3.1 64 57.14 45 40.18 2 1.79 1 0.89 0 0.00 112 100 4.54 
X1.4.1 75 66.96 35 31.25 1 0.89 1 0.89 0 0.00 112 100 4.64 
    4.45 
 
Here is the Disciplne (X1) variable items of the questionnaire that 
respondents get. 
X1.1.1:  Coming to the office on time is very important  
X1.1.2:  Going home in accordance with the office hours is very important  
X1.2.1:  Obeying the rules imposed by agencies is very important  
X1.2.2: Using the attributes of the office (uniform, identifier) neatly and  
completely is very important  
X1.3.1:  Completing tasks on time is very important  
X1.4.1:  Doing the job responsibly is very important 
The items used in this disciplinary variables refers to the employee's 
attitude in complying with the rules that set by the company such as the timeliness 
of the employees to come to the workplace and in the completion of the task. The 
company has a working hours regulation that starts at 7:00 am to 5:00 pm. The 
completion of the task depends on the time set by the manager. Those items also 
describe the responsibilities of employees in carrying out the tasks assigned by the 
company. 





















Table 4.5 shows that the item X1.4.1 that has the highest average from 
respondent. Item X1.4.1 related with the work ethic in company indicators. That 
means, the employees of PT Petrokimia Gresik feel they have full responsibility for 
the assignment or job given. The employees of PT Petrokimia Gresik will gain more 
trust from their superior because the respondents stated that they are responsible 
with the job  given by the superior. 
Items X1.1.1, X1.2.1, X1.2.2, and X1.3.1 yield not much different result 
because these items are in accordance to the rules that applied by the company and 
work on time. This means that the respondent considers compliance with the rules 
applied by the company is important after being responsible with the duties. 
Therefore, it can be said that the employees of PT Petrokimia Gresik have a pretty 
good discipline culture.  
Meanwhile, item X1.1.2 has the lowest average. The respondents think 
that going home with hours that are already stated by the company is not very 
important because 16.07% respondences sometimes have different level of 
assignment that makes the employee going home late. Therefore, respondents feel 
that their presence in the company is needed at a time that is not determined by the 
company, such as overtime.respondents do not consider the hours of work that  the 
company sets  as  less important. 
From the explanation above, it can be concluded that the respondents have 
a great responsibility to the task given and obey all rules given by the company 




















culture of discipline within the company, thus creating a good working atmosphere 
in the office. 
4.3.2 Frequency Distribution of  Compensation Variable (X2) 
In the Compensation variable there are four items of questions given to the 
respondent to be answered. Respondents' answers can be seen on Table 4.6. These 
items describe the facilities, salaries, bonuses, and security provided by the 
company to the respondents. The facilities provided by the company are sufficient 
enough to make the workers feel comfortable. Salaries and bonuses given were 
quite high, especially the Minimum Regional Wage of Gresik city is quite high. The 
company's current security is very strict and controlled, so that the employees of PT 
Petrokimia Gresik are guaranteed for their security. 
Table 4.6 
Frequency Distribution of  Compensation Variable (X2)  
Item 
5 4 3 2 1 Total 
Average 
F % F % F % f % F % Total % 
X2.1 25 22.32 74 66.07 10 8.93 3 2.68 0 0.00 112 100 4.08 
X2.2 41 36.61 65 58.04 5 4.46 1 0.89 0 0.00 112 100 4.30 
X2.3 27 24.11 77 68.75 6 5.36 2 1.79 0 0.00 112 100 4.15 
X2.4 26 23.21 76 67.86 8 7.14 2 1.79 0 0.00 112 100 4.13 
    4.17 
Source : Primary data  processed, 2017. 
From Table 4.6 above, the mean numbers (scores) 5,4,3,2, and 1 are as 
follows: 
   5 : Strongly Agree 
   4 : Agree 




















   2. : Disagree 
   1 : Strongly Disagree 
Here is  the Compensation (X2) variable items of the questionaire that 
respondents get. 
X2.1: The standard salary that I receive here is satisfactory 
X2.2: The additional salary / bonus that given here can motivate me to 
work harder. 
X2.3: The security and protection system I get here makes me 
comfortable working here. 
X2.4: Facilities I get here makes me more eager to work. 
Table 4.6 shows that the item X2.2 that has the highest average. It means, 
additional salary or bonuses from the company makes the respondents feel more 
motivated. Hence, it is proved that employees feel increasing their motivation to 
work because the bonus given by the company is tantalizing.  
Items X2.3 and X2.4 have similar values. That means, the security and 
facilities to work provided by the company are sufficient according to the 
respondents. The company has work facilities such as desks, computers, including 
security facilities in work that is very good and will not run out. The Company has 
ensured the safety, security and comfort of its employees. 
Although the bonus received makes the employee satisfied, but the 
standard salary received by respondents based on item X2.1 has the lowest average. 
Although it is the lowest, but X2.1 value is not too far away with the value of other 





















The result of the Compensation variable description has an average value 
of 4.17. The value indicates that the company is able to provide good compensation 
for its employees so it will create high employee working spirit.  
4.3.3 Frequency Distribution of Competency Variable   (X3) 
In the Competencies variable there are twelve items of questions given to 
the respondent to be answered. Respondents' answers can be seen on Table 4.7 
bellow. 
Table 4.7 
Frequency Distribution of Competency Variable  (X3) 
Item 
5 4 3 2 1 Total 
Average 
F % f % F % F % f % Total % 
X3.1.1 27 24.11 75 66.96 5 4.46 5 4.46 0 0.00 112 100 4.11 
X3.1.2 34 30.36 68 60.71 6 5.36 4 3.57 0 0.00 112 100 4.18 
X3.1.3 36 32.14 64 57.14 10 8.93 2 1.79 0 0.00 112 100 4.20 
X3.2.1 28 25.00 77 68.75 6 5.36 1 0.89 0 0.00 112 100 4.18 
X3.3.1 11 9.82 47 41.96 38 33.93 15 13.39 1 0.89 112 100 3.46 
X3.3.2 21 18.75 70 62.50 17 15.18 4 3.57 0 0.00 112 100 3.96 
X3.3.3 27 24.11 72 64.29 10 8.93 3 2.68 0 0.00 112 100 4.10 
X3.4.1 21 18.75 73 65.18 13 11.61 5 4.46 0 0.00 112 100 3.98 
X3.4.2 20 17.86 78 69.64 12 10.71 2 1.79 0 0.00 112 100 4.04 
X3.4.3 26 23.21 72 64.29 11 9.82 3 2.68 0 0.00 112 100 4.08 
X3.4.4 29 25.89 73 65.18 9 8.04 1 0.89 0 0.00 112 100 4.16 
X3.4.5 19 16.96 74 66.07 17 15.18 2 1.79 0 0.00 112 100 3.98 
    4.04 
Source : Primary data processed, 2017. 
From Table 4.7, the mean numbers (scores) 5,4,3,2, and 1 are as follows: 
   5 : Strongly Agree 




















   3 : Neutral 
   2. : Disagree 
   1 : Strongly Disagree 
Here is  the Competency (X3) variable items of the questionaire that 
respondents  get. 
X3.1.1: The tasks in my work play a role in developing my skills and my 
ability to work.  
X3.1.2: The nature of my work encourages me to develop my skills and 
abilities  
X3.1.3: Achievements from my work contribute to the achievement of 
corporate goals / developments.  
X3.2.1: My performance is evaluated based on the quality of work and 
tasks I have done  
X3.3.1: I have a great power during my duties.  
X3.3.2: There are a variety of functional jobs that I do in the company  
X3.3.3: My tasks makes me feel a great responsibility towards the 
company  
X3.4.1: Manager influences me to express ideas to contribute in business 
development.  
X3.4.2: There is an open communication with the manager about the 
various jobs I had to do.  
X3.4.3: The manager allows me to follow a series of training programs to 
develop my skills and abilities.  
X3.4.4:  My manager encourages me to stick to my responsibilities.  
X3.4.5: Managers leave it completely to my ability to find quick solutions 
when facing   problems in my work.  
 
 
These items describe the ability and skills of employees. Ability means the 
ability to unify the vision, mission, and objectives of employees with the company 
so that the work done by each individual is completed in accordance with the vision, 
mission, and corporate goals, and also the ability to make decisions in order to 




















that fit with some assignment. Skill means a skill for the execution of tasks which 
is also required by every employee to complete the task. The items also refer to 
what the employee perceives to their manager when the employee is doing the tasks 
such as  suggestions provided by managers are good or bad in their task completion. 
 Table 4.7 shows the responses  from 112 respondents regarding 
competency variable. The item X3.1.3 has the highest average from respondents 
which means  respondents feel that they are doing a job for the development and to 
reach vision, mission, and goal of  the company. Indeed the item is considered 
important because the company must be able to unite vision, mission, and corporate 
objectives with their employees for the company runs in tandem with the tasks 
assigned to employees. 
Items X3.1.2, X3.2.1, and X3.4.4 have the same value after they feel that 
their task is related to the vision, mission, and goals of the company. This means a 
lot of encouragement to work on the tasks that are respective of the nature of the 
work gained as well as from the manager. Then, from the job the employees always 
get an evaluation of each task in completion, so that employees feel from the task 
that their skills are improved and they get new experiences. 
After that, respondents consider that items X3.1.1 and X3.3.3 which means 
the task given to them makes them feel their responsibility for the company and the 
tasks assigned to them are able to improve their skills and their ability to work. With 
this, the performance efficiency of PT Petrokimia Gresik's employees has a good 




















any training program that can improve their skills and skills. It is based on X3.4.3 
item whose value is below item X3.1.1 and X3.3.3. 
Some respondents feel that they rarely communicate openly with their 
managers about their duties. On the other hands,  some respondents also feel that 
there is always open discussion with their managers to discuss their duties. It can 
be seen from item X3.4.2 which the average value under item X3.4.3. Item X3.4.2 
that describes communication between employees and managers is also not 
supported by X3.4.1 items. Respondents felt that they are rarely involved by their 
managers  especially on things related to opportunities in expressing their ideas to 
contribute to business development. Respondents felt that they were only 
performing the tasks assigned to add to their skills and experience, and this was also 
continued bt  item  X3.3.2 stating that  respondents do not get enough various  
functional tasks   from managers. 
However, the item X3.3.1 has the lowest average score from the 
respondent. Moreover, this item has many neutral answer as many as 33.93% from 
112 respondents. It means  the respondents are still in doubt  if they have power for 
their assignment. But, it still depends on the superior whether he will give the power 
for the employees assignment or not. 
The result of description of Competency variable has an average score of 
4.04. The score indicates that the company has a good condition of Competency so 




















4.3.4 Frequency Distribution of Employee Performance Variable   (Y) 
In the Employee Performance variable there are eight items of questions 
given to the respondents to be answered. Respondents' answers can be seen on 
Table 4.8. 
From Table 4.8 bellow, the mean numbers (scores) 5,4,3,2, and 1 are as 
follows: 




1: Strongly Disagree 
 
Table 4.8 
Frequency Distribution of  Employee Performance Variable (Y) 
Item 
5 4 3 2 1 Total 
Average 
F % f % F % f % f % Total % 
Y1.1 16 14.29 45 40.18 36 32.14 15 13.39 0 0.00 112 100 3.55 
Y1.2 25 22.32 73 65.18 12 10.71 2 1.79 0 0.00 112 100 4.08 
Y2.1 20 17.86 82 73.21 7 6.25 3 2.68 0 0.00 112 100 4.06 
Y2.2 14 12.50 83 74.11 13 11.61 2 1.79 0 0.00 112 100 3.97 
Y2.3 20 17.86 82 73.21 7 6.25 3 2.68 0 0.00 112 100 4.06 
Y3.1 23 20.54 83 74.11 6 5.36 0 0.00 0 0.00 112 100 4.15 
Y3.2 19 16.96 71 63.39 20 17.86 2 1.79 0 0.00 112 100 3.96 
Y3.3 16 14.29 85 75.89 6 5.36 5 4.46 0 0.00 112 100 4.00 
    3.98 
Source : Primary data   processed, 2017. 
There are also the Employee Performance (Y) variable items of the 




















Y1.1: The time to complete the task that I got made me extend my 
working hours (overtime) 
Y1.2: My performance is evaluated annually 
Y2.1: The quantity of my work has a standard of performance 
achievement from the company 
Y2.2: In my opinion, the standard quantity of work set by the company 
is   suitable with my ability 
Y2.3: The facilities provided by the company to complete the job 
assigned by the company are very supportive to  fulfill the 
achievement of my work quantity standards. 
Y3.1: To determine the quality of my performance, the company 
conducts  performance achievement standards 
Y3.2: In my opinion, the standard of work quality set by the company 
is  suitable with my ability 
Y3.3: Performance quality standards  provided by the company are in 
accordance with the facilities provided to complete the work 
assigned by the company. 
 
These employee performance items illustrate Timeliness, quantity of 
work, and quality of work. Timeliness here means the completion of each job 
undertaken by employees and evaluations that have been set schedule (eg every 
year, every month). In the company of PT Petrokimia Gresik, performance 
evaluation is always held every month and year. Quantity of work in the intention 
iof  whether the job given by the company to employees is in accordance to the 
facilities provided and the provisions of the number of tasks given the company is 
quite fit for employees. Quality Work   means the quality of a given task whether it 
is matched with the facilities available and whether it is enough for employees to 
improve skills and abilities of employees. 
In Table 4.8 showed the responses from 112 respondents  concerning 




















divided into three sub items, which are Timeliness (Y1), Quantity of Work (Y2), 
and Quality of Work (Y3). The highest average score is in the quality of work item 
Y3.1. It means respondents dominantly agree that the company has standard to 
determine the employee performance and it is supported by item Y1.2 stating that   
“My performance is evaluated annually”. The company has routine agenda to 
evaluate the employee performance each year. Therefore, the company would be 
easy in  determining the employee performance.  
Item Y1.2 has a value equivalent to items Y2.1 and Y2.3. That means, the 
quantity of work the company gives to employees has been in accordance to the 
facilities that have already been provided by the company, so that respondents were 
comfortable with the number of tasks given by the company. Then, item Y3.3 has  
value   after Y2.3 which means that the facilities provided by the company is good.  
After that, the respondent considers the quality standard and quantity of work that 
has been given by the company is quite suitable with the ability of the employee. 
This can be seen from  items Y2.2 and Y3.2 which have quite similar values. That 
means, quality of work and quantity of work given by the company is in accordance 
to  the ability of employees. 
The lowest average score from timeliness Y1.1 that state “The time to 
complete the task that I got made me extend my working hours (overtime)”. There 
are some respondents admitting that they have to do overtime to finish their job, but 
they do not frequently do it. However, the number of  respondents who think that 
they need to do overtime is  dominant. Therefore, according to discipline variable, 
the respondents think that taking overtime is necessary if they want to finish their 




















The result of Employee Performance variable shows an average score of 
3.98. The score indicates that employees have a good commitment to the company 
by providing good performance to the company because the company has provided 
benefits according to employee expectations. 
4.4 Research Intrument test  
The questionaire must be examined by two methods. The condition  
whether or not the response is reliable  depends on data collection. Good data 
collection instruments must meet two important requirements that are valid and 
reliable. 
4.4.1 Validity Test 
Validity test is used to measure the validity of a questionnaire. If the 
questionnaire is able to help investigate and reveal something in detail, then the 
questionnaire is valid. Neuman (2014:212), stated the meanings of validity as 
follows: 
“Validity is to show the true state and refers to the conformity between 
constructs, or the way a researcher conceptualizes ideas in conceptual 
definitions and a measure. This refers to how well the idea of reality 
"matches" with the actual reality. In simple terms, validity addresses the 
question of how well the social reality is measured through research in 
accordance with the constructs that researchers use to understand it.” 
 
Testing of validity is needed in a study, especially those using 
questionnaires in obtaining data. Testing validity is meant to know the validity of 
understanding the validity of the concept and empirical reality. Validity test is a 
measure that shows the validity and validity levels of an instrument. An instrument 




















data from the variable being studied appropriately. The low validity of the 
instrument indicates the extent to which the data collected does not deviate from 
the description of the variable in question. 
Validity testing can be done by correlating each factor or variable with the 
total factor or variable by using correlation (r) product moment. The test criteria for 
accepting or rejecting the hypothesis of a valid statement or not can be done by: 
H0: r = 0, there is no valid data at Error level (α) 5%. 
H1: r ≠ 0, there is valid data at Error level (α) 5%. 
The null hypothesis (H0) is accepted when rcount< r table, and vice versa alternative 
hypothesis (H1) is accepted when rcount> rtable. 
Validity testing conducted by SPSS ver program. 20.0 by using the product 
moment correlation yields the score of each item statement with the item question 
score as a whole and for more details it is  presented in the following table   
Table  4.9 
Validity Test of Variable 
Item r Test Sig. r Table Explanation 
X1.1 0.697 0.000 0.3 Valid 
X1.2 0.562 0.000 0.3 Valid 
X1.3 0.790 0.000 0.3 Valid 
X1.4 0.797 0.000 0.3 Valid 
X1.5 0.714 0.000 0.3 Valid 
X1.6 0.778 0.000 0.3 Valid 
X2.1 0.787 0.000 0.3 Valid 
X2.2 0.740 0.000 0.3 Valid 
X2.3 0.738 0.000 0.3 Valid 




















     
Item r Test Sig. r Table Explanation 
X3.1 0.679 0.000 0.3 Valid 
X3.2 0.688 0.000 0.3 Valid 
X3.3 0.671 0.000 0.3 Valid 
X3.4 0.611 0.000 0.3 Valid 
X3.5 0.551 0.000 0.3 Valid 
X3.6 0.637 0.000 0.3 Valid 
X3.7 0.775 0.000 0.3 Valid 
X3.8 0.603 0.000 0.3 Valid 
X3.9 0.720 0.000 0.3 Valid 
X3.10 0.645 0.000 0.3 Valid 
X3.11 0.706 0.000 0.3 Valid 
X3.12 0.590 0.000 0.3 Valid 
Y1 0.502 0.000 0.3 Valid 
Y2 0.635 0.000 0.3 Valid 
Y3 0.745 0.000 0.3 Valid 
Y4 0.734 0.000 0.3 Valid 
Y5 0.736 0.000 0.3 Valid 
Y6 0.775 0.000 0.3 Valid 
Y7 0.757 0.000 0.3 Valid 
Y8 0.755 0.000 0.3 Valid 
   Source : Primary data processed, 2017. 
From Table 4.9 above it can be seen that the score of sig. r question item 
is smaller than 0.05 (α = 0.05) which means that each variable item is valid, so it 
can be concluded that the items can be used to measure the research variables. 
4.4.2 Reliability Test 
Reliability test shows the level of stability and accuracy of a measuring 
instrument or test used to determine the extent to which the measurement is 
 





















relatively consistent when re-measured. This test is used to determine the extent to 
which a person's answers are consistent or stable over time. Neuman (2014:212) 
explained about the reliability as follows: 
" Reliability means dependability or consistency. It suggests that 
the same thing is repeated or recurs under the identical or very 
similar conditions. " 
Reliability testing technique is to use coefficient score of alpha reliability. 
Criteria of decision-making is if the score of the coefficient of alpha reliability is 
greater than 0.6 then the variable is reliable. 
Table 4.10 
Reliability Test of Variabels 
No. Variable Reliability Coefficient Explanation 
1 
X1 0.787 Reliable 
2 
X2 0.763 Reliable 
3 
X3 0.875 Reliable 
4 
Y 0.834 Reliable 
   Source : Primary data   processed, 2017. 
From Table 4.10 it is known that the score of cronbach alpha for all 
variables is greater than 0.6. Based on the previously mentioned provisions, all the 
variables used for research are reliable. 
4.5 Classical Assumption of Regression 
These classical assumptions must be tested to fulfill the use of multiple 
linear regression. After multiple regression calculations are performed through the 
SPSS tool for Windows, tests of classical regression assumptions are performed. 




















4.5.1 Normality Test 
Normality test is performed to determine whether the residual value is 
normal or not distributed. The test procedure is performed by Kolmogorov-Smirnov 
test, with the following conditions: 
Hypothesis used: 
H0: residuals are spread normally 
H1: residuals are not normally distributed 
If the sig. value(p-value) > 0.05 then H0 is accepted which means 
normality is fulfilled. Normality test results can be seen in Table 4.11. From the 
calculation results obtained sig. value of 0.850 (can be seen on Table 4.11) or it is  
greater than 0.05; Then the provision H0 is accepted that the assumption of 
normality is met. 
Table 4.11 
Normality Test Results 
 Unstandardized Residual 
N 
Normal Parameters a,b       Mean 
                                          Std. Deviation 
Most Extreme                   Absolute 
Differences                       Positive 
                                          Negative  
Kologrov-Smirnov Z 









a. Test distribution is Normal 
b. Calculated from data 
Source : Primary data that have been processed, 2017. 
4.5.2 Heteroscedasticity Test 
Heteroscedasticity test is used to find out whether there is inequality of 
residual deviation value due to the small value of one of the independent variables. 




















variables. The test procedure is performed by scatter plot test. Testing homogeneity 
of the remaining variety is based on the hypothesis: 
H0: homogeneous residual variety 
H1: the remaining variety is not homogeneous 
The results of heterocedastisity test using scatterplot can be seen on Figure 4.3 
 
   Source : Primary data   processed, 2017 
Figure 4.3 
Heteroscedasticity Test using Scatterplot 
From the test results, it shows that  the scatterplot display diagram spreads 
and does not form a certain pattern hence there is no heteroscedasticity. Therefore,  
it can be concluded that the residual has a homogeneous variety (constant) or in 
other words there is no symptoms of heteroscedasticity. 
The test is also performed with Park Test. Heteroscedasticity test results 





















































a. Dependent Variable: LnUR 
    Source : Primary data   processed, 2017. 
By looking at Table 4.12, the following is the result of  heteroscedasticity 
test for each variable: 
1. Sig value. for Discipline is 0.821 
2. The value of Sig.for Compensation is 0.236 
3. The value of Sig.for Competencies is 0.061 
From the test results,    the value of sig. all variables are > α (α = 0,05), so 
it can be concluded that the residual has homogeneous variety (constant) or in other 
words there is no symptoms of heteroscedasticity. 
4.5.3 Multicolinearity Test 
Multicollinearity test is done to know that there is no relationship that is 
very strong or no perfect linear relationship or it can be said that between 
independent variables are not related. The way of testing is to compare the 
Tolerance values obtained from multiple regression calculations, if the tolerance 
value <0.1 then the multicollinearity occurs. Multicollinearity test results can be 




























X1 0.610 1.639 
X2 0.597 1.676 
X3 0.566 1.768 
      Source : Primary data  processed, 2017. 
Based on the Table 4.13, the following is the test results from each 
independent variable: 
1. Tolerance for Discipline is 0.610 
2. Tolerance for Compensation is 0.597 
3. Tolerance for Competencies is 0.566 
In the test results, the overall tolerance value obtained is > 0.1 so it can be concluded 
that there is no multicolinearity between independent variables. 
Multicollinearity test can also be done by comparing the VIF (Variance 
Inflation Factor) value with number 10. If the value of VIF> 10 then there is 
multicollinearity. The following test results of each independent variable: 
1. VIF for Discipline is 1.639 
2. VIF for Compensation is 1.676 
3. VIF for Comptencies is 1.768 
From the test results it can be concluded that there is no multicollinearity 
between independent variables. Thus the assumption test of the absence of 




















With all the classical assumptions of the above regression, it can be said 
that the multiple linear regression model used in this research is feasible or 
appropriate. Thus, the interpretation of the results of multiple regression analysis 
has been done. 
4.6 Multiple Linear Regression Analysis 
Regression analysis is used to calculate the magnitude of influence 
between independent variables, namely Discipline (X1), Compensation (X2), 
Competency (X3) to the dependent variable that is Employee’s Performance (Y). 
4.6.1 Regression Equation 
Regression equation is used to know the form of relationship between 
independent variable with dependent variable. By using SPSS for Windows ver 








Coefficients t Sig. 
B Std. Error Beta 
(Constant) 4.190 2.417  1.733 0.086 
X1 0.226 0.102 0.178 2.213 0.029 
X2 0.310 0.152 0.167 2.049 0.043 
X3 0.339 0.054 0.524 6.274 0.000 
 
Regression model used is standardized regression, because the data used 
in this study is interval data measurement using Likert scale. Likert scale is used to 
measure attitudes, opinions and perceptions of a person or group. In standardized 





















regression, the size of the variables or the size of the answer has been equated. The 
regression equation obtained based on the Table 4.14 is as follows: 
𝑌 = 0.178 𝑋1 + 0.167 𝑋2 + 0.524𝑋3 
From the above equation it can be interpreted as follows: 
1. B1 = 0.178, which means that Employee Performance will increase by 0.178 
for each additional value of X1 (Discipline). So if Discipline value increases 1, 
the Employee Performance will increase by 0.178 with the assumption that 
other variables are considered as constant. 
2. B2 = 0.167, which means that Employee Performance value will increase by 
0.167 for each additional value of X2 (Compensation). So if the Compensation 
value increases 1, the Employee Performance value will increase by 0.167 with 
the assumption that the other variable is considered as constant. 
3. B3 = 0.524, which means that Employee Performance will increase by 0.524 
for each additional value of X3 (Competency). So if the Competencies value 
increases 1, the Employee Performance value will increase by 0.524 with the 
assumption that the other variable is considered as constant. 
4.6.2 Coefficient of Determination 
To know the contribution of free variable (Discipline (X1), Compensation 
(X2), and Competencies (X3)) to the dependent variable (Employee Performance) 























Coefficient of Correlation and Determination 
R  R Square Determination Adjusted R Square 
0.758 0.574 0.562 
 
Coefficient of determination is used to calculate the magnitude of 
influence or contribution of independent variables to the dependent variable. From 
the analysis in Table 4:15 obtained the results adjusted R (coefficient of 
determination) of 0.562. This means that 56.2% of Employee Performance 
variables will be influenced by independent variables, namely Discipline (X1), 
Compensation (X2), and Competencies (X3). While the remaining 43.8% variable 
Employee Performance will be influenced by other variables that are not discussed 
in this study. 
In addition to the coefficient of determination also obtained correlation 
coefficient which shows the amount of correlation between independent variables 
ie Discipline, Compensation, and Competencies with Employee Performance 
variables, R value (correlation coefficient) of 0.758, this correlation value indicates 
that the relationship between independent variables ie Discipline (X1) 
Competencies (X2), and Compensation (X3) with Employee Performance included 
in the strong category because it is in the interval 0.6 - 0.8. 
4.7. F test (Model) 
Testing F or model testing is used to determine whether the results of 
regression analysis is  significant or not. In other words, the model is suspected to 





















be appropriate or not. If the result is Fcount > Ftable, significant, it means that the 
regression analysis model is significant. 
Table 4.16 
F Test / Model 
Model Sum of Squares Df Mean Square F Sig. 
Regression 767.661 3 255.887 48.531 0.000 
Residual 569.446 108 5.273   
Total 1337.107 111    
Source : Primary data processed, 2017. 
Based on the Table 4.16 the value of Fcount is  48.531. While Ftable (α = 
0.05; db regression = 3: db residual = 108) is equal to 2,689. Because Fcount> Ftable 
is 48,531 >  2,689 or sig t value (0,000) <α = 0.05 then the regression analysis model 
is significant. This means Fcount> Ftable, so it can be concluded that the regression 
analysis model of the variables in this research are significant. 
4.8 Hypothesis Testing 
Hypothesis testing is an important part of the research, after data has been 
collected and processed. Its main purpose is to answer the hypothesis made by the 
researcher. 
4.7.2 t Test / Partial  
t test is used to find out whether each of the independent variables partially 
has a significant influence on the dependent variable. It can also be said if tcount> 
ttable or -tcount< -ttable then the results are significant and mean H0  is rejected and H1 
is accepted. Whereas if tcount< ttable or –tcount> -ttable then the result is not significant 






















 t / Partial Test Results  
Independent variable tcount Sig. Explanation 
(Constant) 1.733 0.086  
X1 2.213 0.029 Significant 
X2 2.049 0.043 Significant 
X3 6.274 0.000 Significant 
Source : Primary data processed, 2017. 
Based on the Table 4.17, it obtained the following results: 
1. Hypothesis I  
Hypothesis I states that discipline has a positive effect on employee’s 
performance. t test between X1 (Discipline) with Y (Employee 
Performance) shows tcount = 2.213. While ttable (α = 0.05; db residual = 108) 
is equal to 1,982. Because tcount > ttable is 2.213 > 1.982 or sig t value (0.029) 
< α = 0.05 then the influence of X1 (Discipline) on Employee Performance 
is significant. This means that H0 is rejected and H1 is  accepted so that it 
can be concluded that Employee Performance can be significantly 
influenced by Discipline or by improving Discipline then Employee 
Performance will increase significantly. 
2. Hypothesis II 
Hypothesis II states that compensation has a positive effect on employee’s  
performance. t test between X2 (Compensation) with Y (Employee 
Performance) shows tcount = 2.049. While ttable (α = 0.05; db residual = 108) 
is equal to 1,982. Because tcount> ttable is 2.049 > 1.982 or sig t value (0.043) 
<α = 0.05 then the effect of X2 (Compensation) on Employee’s  




















that it can be concluded that Employee’s  Performance can be influenced 
significantly by Compensation or by increasing Compensation then 
Employee’s  Performance will experience a high increase. 
3. Hypothesis III 
Hypothesis III states that competency has a positive effect  on employee 
performance. t test between X3 (Competencies) with Y (Employee 
Performance) shows tcount = 6,274. While ttable (α = 0.05; db residual = 108) 
is equal to 1,982. Because tcount> ttable is 6,274 > 1,982 or sig t value (0,029) 
< α = 0.05 then influence of X3 (Competency) to Employee Performance is 
significant at alpha 5%. This means that H0 is rejected and H1 is  accepted 
so that it can be concluded that Employee’s Performance can be influenced 
significantly by Competency or by increasing Competency hence Employee 
Performance will increase significantly. 
4. Hypothesis IV (Dominant Variable test) 
The dominant test is used to find out which independent variables 
dominantly influence the dependent variable. To determine the independent 
variable that most influence on the variable Y, can be done by comparing 
the regression coefficient (β) between variables with each other. The 
independent variable that gives the most dominant influence on the variable 
Y is the variable that has the largest regression coefficient.  The dominant 
test test can only be  seen from  the result of regression equation. According 
to table 4.14, the standardized value of beta coefficient can be summarized 






















Dominant Test Result 
Rank Variable Βeta Coefficient Influence 
2 X1 0.178 Significant 
3 X2 0.167 Significant 
1 X3 0.524 Significant 
Source : Primary data processed, 2017. 
Based on the Table 4.18, the Competency variable is the variable that has 
the largest regression coefficient. That is, the dependent variable is more 
influenced by the Competence variable. The coefficient owned by the 
Competence variable is marked positive. It shows a direct relationship so 
that it can be concluded that the better the Competence variable then the 
more it is able to increase Employee’s  Performance (Y). Plus, competence 
has a coefficient value of 0.524. According to Pearson Correlation, the 
correlation value between 0.41-0.70 has a strong correlation. That means, 
the competence variable has a strong corellation to employee performance 
in this research. 
4.8 Research Result Discussion 
This study aims to determine the effect of discipline, compensation, and 
competence on employee’s  performance. Based on the results of this study, it was 
found that most employees' performance is influenced by discipline, compensation, 
and competence as much as 56%, while the rest is influenced by other factors such 
as motivation, performance appraisal, and career development. 
4.8.1 Influence of Discipline Towards Employee Performance 
The result showed that work discipline variable positively affects the 




















et al., (2015) who conducted research on the influence of training, compensation, 
and work disipline to employee’s  performance of PLN Malang. According to  
Work descipline is the professionalism attittude that any kinds of company 
must add as its culture. Discpline is included in environmental task because 
according to Weinberg (1992: 278-282), the effects of the employees who do not 
follow the rules are ignored competencies, lower quality of produced  product, new 
problem trigger, customer complaints, urgency disturbance, huge time preasure, 
and ultimately it will result on more ignored procedure than before. 
Working Discipline aspect greatly affects the company's performance. 
When the level of a company's work discipline is high then it is expected that 
employees will work better, which the company's productivity is expected to 
increases. In addition, a good work discipline will increase the efficiency time of 
work as much as possible, not spending a lot of time for the company to just 
improve the aspect of the discipline and time can be used to achieve company goals. 
This result is  also supported by Mangkunegara and Waris (2015) research. 
They noted the same thing that discipline has an effect on employee’s performance. 
They found that well-implemented discipline will positively affect employee’s 
performance in PT Asuransi Bangun Askrida. These things prove that work 
discipline is one of important factors to improve employee’s performance.  
Thaief, et al., (2015:27), work discipline has four indicators, which are 
related with work on time, regulations, attendances, and work ethics. Based on 
result of this study, it can be said that PT Pterokimia Gresik already have a good 




















discipline of employees such as coming on time, carrying out work appropriately, 
and obeying the company's rules, the company will be able to improve the 
performance of employees to compete with the other local and foreign fertilizer 
company so that the company can survive in higher competition. 
4.8.2 Influence of Compensation Toward Employee Performance 
The result show that employee performance can be influenced significantly 
by Compensation or by increasing Compensation then Employee’s Performance 
will experience a high increase. 
Compensation is one factor that can affect employee performance. 
According to Dessler (2014: 275), employee compensation covers all forms of 
payment given to employees as a result of their work. That means, the compensation 
should be well planned and balanced with what the employees want and the needs 
of the company. The compensation plan should first advance the management of 
the company in which the firm should produce a balanced reward strategy among 
employees. That way, employees can improve their performance with a fair 
compensation policy and also not harm the company. This means creating a 
compensation policy that results in employee behavior requires companies to 
support and achieve their competitive strategy.  
Thaief, et al., (2015) conducted a relevant research with entitled “ the  effect 
of training, compensation and work discipline towards employee job performance 
in PT PLN Service Area and Network in Malang. This research showed that 
companys need to pay attention to the appropriate salary, the suitability of work 




















employee relationships, as all of these will encourage the creation of work 
discipline and work motivation  to improve the performance of employees. 
A compensation indicators includes salaries, additional remuneration, 
protection, and facilities (Thaief, et al., 2015). Based on result of this research, PT 
Petrokimia Gresik have a good four indicators of compensation according to the 
respondent. Therefore, the company needs to monitor and evaluate the 
compensation policy that has been applied in the company, because according to 
employees the compensation affects their performance. With the consistency of a 
good compensation given by a company, the company is able to survive in market 
competition and is able to compete with foreign companies. 
4.8.3 Influence of Competencies Towards Employee Performance 
The result shows that Employee Performance can be influenced 
significantly by Competency or by increasing Competencies hence Employee 
Performance will increase significantly.  
This is supported by the research that has been done by Dewi (2013) stating 
that the competence has a significant influence on employee performance that has 
been investigated. According to her, the company must provide training in 
accordance with the work that is done now so that if the employee is more 
competent in the work then the performance will increase. 
According to Katawneh and Osman (2014:380), management competencies 
is the most important and known in improving the efficiency and effectiveness of 
the performance of employee. Competency is also important to know the positive 




















the aquired skills  which enable the employee to work in a given context. 
Organizations have sought to build competence models to identify key 
competencies that organizations need to be more competitive and successful in the 
future. Organizations will get benefit from the use of competence because it gives 
them a better and more sophisticated way to manage, measure, and improve 
employee quality. 
Based on four indicators namely the assignment’s level and difficulties, 
manager control, and job evaluation (Katawneh and Osman, 2015). According to 
this study, PT Petrokimia Gresik has a good arrangement of the competencies to 
their employee according to respondents. Thus, the company is just need to improve 
the competence of employees by applying certain  treatment  done by  managers to 
employees, and consider the level of difficulty in the work given to the employee 
manager employees so that the performance of employees of a company can 
increase and the company is able to compete with foreign companies considering 
the activation of the AEC policy. 
4.8.4 The Competency has Dominantly affected the Employee’s 
Performance 
Based on the research result above, descipline, compensation, and 
competency have significant effect for the employee’s  performance. According to 
dominant test, competencies has the highest tcount, which means that competencies 
has the most dominant effect on employee performance. This condition indicates 
that the ability of employees is very decisive for the achievement or the work that 




















This is also supported by research from Fadillah, et al., (2017) and 
Vertasari and Zunaidah (2014). Fadillah, etall., (2017) states that competence is 
much more dominant than discipline. Then, Vertasari and Zunaidah (2014) states 
that competence has a far more dominant influence than compensation. Based on 
the statements of both researchers, it can be said that the influence of compensation 
is very large on the performance of employees rather than discipline, and 
compensation. 
A company should consider that competence is the main factor affecting 
employee’s performance. The more employees with high competence, the 
performance of employees in the company will be better. With the good 
performance of employees in the company, the company will be more steady to 
face competition with foreign fertilizer companies in the present and future. 
4.9 Managerial Implication 
This research is needed to know the effect of employee's discipline level, 
employee's compensation, and employee's competence to their performance for the 
company in the current fertilizer business competition, especially for PT Petrokimia 
Gresik company. From the results of this study, it can be concluded that discipline, 
compensation, and competence have a positive and significant effect on the 
performance of PT Petrokimia Gresik employees. 
Based on the results of this study, companies need to maintain a culture of 
discipline that has been applied to this day. Discipline can be started from the 
accuracy of coming to work, frequency of attendance at the office on weekdays as 




















attendance to prescribed standards of work, and the work ethic of employees in the 
company. In accordance to Mangkunegara and Waris (2015) study, it is suggested 
that companies should increase the sense of responsibility to their  employees in 
their work so that employee’s performance can increase. 
The compensation given to the employees is quite good to date such as 
bonuses given, facilities from the company, security guaranteed by the company, 
and employee salary standards in Gresik. Companies are required to maintain what 
has been given to their employees, because it affects the performance of company 
employees significantly. Thaief, et al., (2015) suggests that compensation is 
expected to increase in several ways, such as fair and equitable remuneration 
compliance, benefiting from salary increases, additional incentives for 
performance, better supplementary programs, more objective based on employee 
benefits, the achievement that awarded by the company in accordance with the 
performance of employees, creating a conducive working environment, and the 
provision of facilities (offices, places of worship, parks) have been able to 
automatically improve employee’s performance. 
Competence given by the company is also good enough to provide tasks 
that can improve the skill and ability of employees. The trust given to each 
employee manager, until the evaluation is always given by the manager to the 
employees of each task that has been done. Given the competence of having 
dominant results, the company must always give trust to employees, and also 
improve the competence of employees so that it can affect the performance of 




















4.10 Limitations and Further Research 
This study is only focused to the region of East Java (Gresik). This study 
uses PT Petrokimia Gresik as an object of the study, because the company has the 
largest number of permanent employees compared to other state-owned fertilizer 
companies in Indonesia, so the researcher thinks that PT Petrokimia Gresik is 
representative enough to be used as the object of the study. 
In general, PT Petrokimia Gresik and other state-owned fertilizer 
companies produce the same main product namely fertilizer. However, each state-
owned fertilizer company has own advantage in product innovation such as PT 
Petrokimia Gresik with its superior product named Pupuk Phonska, PT Pupuk 
Kalimantan Timur with its superior product named Pupuk NPK Pelangi, PT Pupuk 
Sriwidjaja Palembang with its superior product named Pupuk Urea Pusri, PT Pupuk 
Kujang Cikampek with the best urea fertilizer named Urea Kujang Nitrea fertilizer, 
and PT Pupuk Iskandar Muda with its superior fertilizer called Pupuk Urea PIM. 
This research analyzes PT Petrokimia Gresik which has certain advantages 
among other subsidiaries. One of the advantages of PT Petrokimia Gresik is the 
largest number of human resources because this research is focused on human 
resources. 
Based on the advantages of each subsidiary, further research would be 
better if the research was conducted to analyze the employee performance of all 
subsidiaries in Pupuk Indonesia Holding Company. Further research is expected to 






















CONCLUSION AND RECOMMENDATION 
5.1. Conclusion 
PT Petrokimia Gresik is a state-owned fertilizer company which has the 
largest number of employees. After the activation of AEC in all continents of Asia, 
all companies especially in Indonesia are required to improve employee's 
performance in order to compete with foreign companies entering in Indonesia. 
There are many factors that can affect employee performance, especially work 
discipline factor, compensation policy given by the company to employees, and 
also the level of competence that exist in employees in each company. 
This research aimed to investigate factors affecting employee’s 
performance  especially in fertilizer industry. This study was conducted to 
determine the effect of discipline, compensation, and competence on employee’s  
performance. For sampling technique, this study used Slovin formula calculation. 
The samples obtained in this study were 112 employees of PT Petrokimia Gresik.  
This study was conducted by regression analysis. The results found in this 
study are as follows: 
1. Discipline has a positive and significant influence on employee 
performance. With good work discipline of employees such as coming 
on time, carrying out work appropriately, obeying the company's rules 
will be able to improve the performance of employees to compete with 
the other local and foreign fertilizer company so that the company will 




















2. Compensation has a positive and significant effect on employee 
performance. With the consistency of a good compensation given by 
a company, the company is able to survive in market competition and 
is able to compete with foreign companies. 
3. Competence has a positive and significant influence on employee 
performance. The company is required to improve the competence of 
employees by applying certain  treatment  done by  managers to 
employees, and consider the level of difficulty in the work given to 
the employee manager employees so that the performance of 
employees of a company can increase. Then, the company will be able 
to compete with foreign companies considering the activation of the 
AEC policy. 
4. Competence has a dominant influence on employee performance. The 
more employees with high competence, the performance of 
employees in the company will be better. With the good performance 
of employees in the company, the company will be ready to face 



























5.2. Suggestions  
Based on the above conclusions, there are some suggestions proposed by 
the researcher which  are expected to benefit the PT Petrokimia Gresik company 
and   other parties. The suggestions are as follow 
1. The company is expected to maintain or improve the existing discipline 
rules, compensation policies and competencies that have been made by the 
company, because the rules and policies of the company have a positive 
result. This is in accordance to  the results of this study. 
2. It is expected that the company can maintain and improve the quality of its 
competency because the Competeny variable has a dominant influence in 
affecting Employee’s Performance, one of  which is to improve the work 
environment facilities to be better so that Employee’s Performance of the 
company will increase. 
3. Discipline, Compensation, and Competencie have an important role to 
affecting Employee’s  Performance. Therefore, the result of this study is 
expected to be used as a reference for further researchers to develop this 
study by considering other variables  beyond the variables that have been 
included in this study, such as career development, motivation, and 
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“THE INFLUENCE OF DISCIPLINE, COMPENSATION, AND 
COMPETENCIES TOWARDS EMPLOYEE PERFORMANCE (STUDY IN 
PT. PETROKIMIA GRESIK)”. 
Nama saya Dwikidyatama Iswara, mahasiswa S1 jurusan Manajemen Internasional 
konsentrasi Sumber Daya Manusia Fakultas Ekonomi dan Bisnis Universitas Brawijaya 
Malang. Saat ini, saya sedang melakukan penelitian untuk tugas akhir (skripsi). 
Penelitian ini merupakan persyaratan kelulusan jenjang S1. Maka dari itu, saya 
mohon kesediaan Bapak/Ibu/Saudara/Saudari untuk meluangkan waktu melengkapi kuisioner 
ini sehingga memudahkan saya untuk memperoleh data. 
Hasil Penelitian ini hanya diperuntukkan bagi keperluan penyusunan skripsi yang 
merupakan tugas akhir bagi mahasiswa S1 Fakultas Ekonomi dan Bisnis Universitas 
Brawijaya Malang. Oleh kerana itu jawaban Bapak/Ibu/Saudara/Saudari DIJAMIN 
KERAHASIAANNYA. 
Atas perhatian dan kesediaan untuk bekerjasama dari Bapak/Ibu/Saudara/Saudari, 
































“THE INFLUENCE OF DISCIPLINE, COMPENSATION, AND 
COMPETENCIES TOWARDS EMPLOYEE PERFORMANCE (STUDY IN 
PT. PETROKIMIA GRESIK)”. 
My name is Dwikidyatama Iswara, S1 student majoring in International Management, 
Human Resource concentration, Faculty of Economics and Business Brawijaya Malang 
University. Currently, I'm doing research for the final project (minor thesis). 
This study is a requirement of graduation level S1. Therefore, I ask the willingness of 
Mr / Mrs to spend time completing this questionnaire to make it easier for me to obtain data. 
The results of this study is only intended for the preparation of minor thesis which is 
the final task for students of Faculty of Economics and Business, Brawijaya Malang 
University. Therefore, the answer is Mr / Mrs. CONFIDENTIALLY GUARANTEED. 














































































Identitas Responden (Respondent Identity) 
Jenis Kelamin  :  
Umur   : 
 
 
Pendidikan Terakhir : 
 
 




Durasi Bekerja :   
 
 
Petunjuk Pengisian Angket (Assessment Criteria) 
Berilah tanda (√) pada pilihan di dalam kolom tersebut 
Put a mark (√) on the choices in the column.  
Keterangan: 1. STS: Sangat Tidak Setuju (Strongly Disagree)       4. S: Setuju (Agree) 
2. TS: Tidak Setuju (Disagree)              
  3. N: Netral (Neutral) 
 
Laki-laki (Male) Perempuan (Female) 
21 – 30 
41 – 50  
31 – 40  
>50  
SLTP (Junior High School) 
Diploma (D3) 
Magister (S2) (Master) 
SLTA (Senior High School) 
 Sarjana (S1) (Bachelor) 
LAKDA (Youth Executants) 
  LAKTU (Main Executants) 
Staff Muda (Youth Staff) 
LAKMA (Advance  Executants) 
Staff Pemula (Junior Staff) 
Staff Madya (Advance Staff) 
1 - 5 tahun 
11 – 15 tahun 





(Level of Position) 
(Tenure) 



















No. Item STS TS N S SS 
X1 
1. Datang ke kantor tepat waktu adalah sangat 
penting  
Coming to the office on time is very important 
     
2. Pulang dari kantor sesuai dengan jam yg 
ditentukan kantor adalah sangat penting. 
Returning from the office according to the office 
hours is very important. 
     
3. Taat pada peraturan yg diterapkan oleh instansi 
adalah sangat penting 
Obeying the rules applied by the company that is 
very important 
     
4. Menggunakan atribut dari kantor (seragam, 
tanda pengenal) dengan rapi dan lengkap adalah 
sangat penting 
Using the attributes of the office (uniform, 
identifier) neatly and completely is very 
important 
     
5. Menyelesaikan tugas dengan tepat waktu adalah 
sangat penting 
Completing tasks on time is very important 
     
6. Mengerjakan tugas dengan penuh tanggung 
jawab adalah sangat penting 
Doing the job responsibly is very important 
     
X2 
1. Standar gaji yang sayan terima ddisini 
memuaskan 
The standard salary I receive here is 
satisfactory 
     
2. Gaji Tambahan/Bonus yang diberikan disini 
dapat memotivasi Saya untuk bekerja lebih keras 
lagi. 
The additional salary / bonus given here can 
motivate me to work harder 
     
3. Sistem keamanan dan perlindungan yang saya 
dapatkan disini membuat Saya nyaman bekerja 
disini. 
The security and protection system I get here 
makes me commfortable working here. 
     
4. Fasilitas / remunerasi yang saya dapatkan di sini 
mebuat saya lebih bersemangat utuk bekerja. 
The facilities / remuneraation I get here makes 
me more eager to work. 





















No. Item STS TS N S SS 
X3 
1. Tugas dalam pekerjaan Saya berperan dalam 
mengembangkan skill dan kemampuan Saya 
dalam bekerja. 
The tasks in my work play a role in 
developing my skills and my ability to work, 
     
2. Sifat dari pekerjaan Saya menddorong saya 
untuk mengembangkn skill dan kemampuan 
Saya 
The nature of my work encourages me to 
develop my skills and abilities. 
     
3. Prestasi dari pekerjaan Saya berkonyribusi 
terhadap pencapaian tujuan/perkembangan 
perusahaan. 
Achievements from My work contributes to 
the achievement of company goals / 
development. 
     
4. Kinerja Saya di evaluasi berdasarkan 
kualitas pekerjaan dan tugas yang telah Saya 
kerjakan. 
My performance is evaluated based on the 
quality of work and the tasks I have been 
working on 
     
5. Saya mempunyai kuasa yang luas selama 
menjalankan tugas Saya 
I have a great power during my duties 
     
6. Ada berbagai macam pekerjaan fungsional 
yang Saya lakukan di perusahaan. 
There are a variety of functional jobs that I 
do in the company. 
     
7. Tugas-tugas Saya membuat Saya merasakan 
tanggunng jawab yang besar terhadap 
perusahaan. 
My tasks makes me feel a great 
responsibility towards the company 
     
8. Manajer mempengaruhi Saya untuk 
mengedpankan ide untuk berkontribusi 
dalam pengembangan bisnis. 
Manager influenced me to put forward ideas 
to contribute in business development 
     
9. Ada komunikasi yang terbuka dengan 
manajer mengenai berbagai pekerjaan yang 
harus Saya lakukan. 
There was open communication with the 
manager about the various jobs I had to do. 





















No. Item STS TS N S SS 
10. Manajer mengizinkan saya untuk 
mengikuti rangkaian program pelatihan 
untuk mengembangkan skill dan 
kemampuan saya. 
The manager allows me to join a series of 
training programs to develop my skills and 
abilities. 
     
11. Manajer Saya mendorong saya untuk 
berpegang teguh pada tanggung jawab 
Saya. 
My manager encourages me to stick to my 
responsibilities. 
     
12. Manajer menyerahkan sepenuhnya kepada 
kemampuan Saya untuk menemukan solusi 
cepat ketika menghadapi masalah dalam 
pekerjaan Saya. 
Managers leave it completely to my ability 
to find quick solutions when faced with 
problems in my work. 
     
Y1 
1. Waktu untuk menyelesaikan tugas yang 
Saya dapatkan membuat Saya untuk sering 
menambah jam kerja Saya (lembur). 
The time to complete the task that I got 
made me to often add my working hours 
(overtime). 
     
2. Kinerja Saya di evaluasi tiap setahun 
sekali. 
My performance is evaluated every once a 
year. 
     
Y2 
1. Untuk kuantitas pekerjaan Saya memiliki 
standar pencapaian kinerja dari 
perusahaan. 
For quantity of my work have a standard 
performance achievement of the company. 
     
2. Menurut Saya, standar kuantitas pekerjaan 
yang ditetapkan perusahaan sudah sesuai 
dengan kemampuan saya. 
In my opinion, the standard quantity of my 
work set by the company is in accordance 
with my ability 





















No. Item STS TS N S SS 
3. Fasilitas yang disediakan oleh perusahaan 
untuk menyelesaikan pekerjaan yang 
ditugaskan oleh perusahaan sangat 
mendukung untuk pemenuhan pencapaian 
standar kuantitas pekerjaan saya. 
The facilities provided by the company to 
complete the job assigned by the company 
are very supportive for meeting the 
achievement of the standard quantity of my 
work. 
     
Y3 
1. Untuk menentukan kualitas kinerja Saya, 
perusahaan memiliki standar pencapaian 
kinerja 
To determine the quality of my 
performance, the company has 
performance achievement standards 
     
2. Menurut Saya, standar kualitas pekerjaan 
yang ditetapkan perusahaan sudah sesuai 
dengan kemampuan Saya. 
For quality of my work have a standard 
performance achievement of the company. 
     
3. Standar kualitas kinerja yang ditetapkan 
perusahaan sudah sesuai dengan fasilitas 
yang disediakan untuk menyelesaikan 
pekerjaan yang ditugaskan oleh 
perusahaan. 
Performance quality standards applied by 
the company are in accordance with the 
facilities provided to complete the work 
assigned by the company. 











































































28 25.0 25.0 25.0
55 49.1 49.1 74.1
18 16.1 16.1 90.2
10 8.9 8.9 99.1













67 59.8 59.8 59.8
42 37.5 37.5 97.3
2 1.8 1.8 99.1












68 60.7 60.7 60.7
39 34.8 34.8 95.5
4 3.6 3.6 99.1












64 57.1 57.1 57.1
45 40.2 40.2 97.3
2 1.8 1.8 99.1












63 56.3 56.3 56.3
45 40.2 40.2 96.4
3 2.7 2.7 99.1




































75 67.0 67.0 67.0
35 31.3 31.3 98.2
1 .9 .9 99.1












25 22.3 22.3 22.3
74 66.1 66.1 88.4
10 8.9 8.9 97.3












41 36.6 36.6 36.6
65 58.0 58.0 94.6
5 4.5 4.5 99.1












27 24.1 24.1 24.1
77 68.8 68.8 92.9
6 5.4 5.4 98.2












26 23.2 23.2 23.2
76 67.9 67.9 91.1
8 7.1 7.1 98.2




































27 24.1 24.1 24.1
75 67.0 67.0 91.1
5 4.5 4.5 95.5












34 30.4 30.4 30.4
68 60.7 60.7 91.1
6 5.4 5.4 96.4












36 32.1 32.1 32.1
64 57.1 57.1 89.3
10 8.9 8.9 98.2












28 25.0 25.0 25.0
77 68.8 68.8 93.8
6 5.4 5.4 99.1












11 9.8 9.8 9.8
47 42.0 42.0 51.8
38 33.9 33.9 85.7
15 13.4 13.4 99.1





































21 18.8 18.8 18.8
70 62.5 62.5 81.3
17 15.2 15.2 96.4












27 24.1 24.1 24.1
72 64.3 64.3 88.4
10 8.9 8.9 97.3












21 18.8 18.8 18.8
73 65.2 65.2 83.9
13 11.6 11.6 95.5












20 17.9 17.9 17.9
78 69.6 69.6 87.5
12 10.7 10.7 98.2












26 23.2 23.2 23.2
72 64.3 64.3 87.5
11 9.8 9.8 97.3




































29 25.9 25.9 25.9
73 65.2 65.2 91.1
9 8.0 8.0 99.1












19 17.0 17.0 17.0
74 66.1 66.1 83.0
17 15.2 15.2 98.2












16 14.3 14.3 14.3
45 40.2 40.2 54.5
36 32.1 32.1 86.6












25 22.3 22.3 22.3
73 65.2 65.2 87.5
12 10.7 10.7 98.2












20 17.9 17.9 17.9
82 73.2 73.2 91.1
7 6.3 6.3 97.3





































14 12.5 12.5 12.5
83 74.1 74.1 86.6
13 11.6 11.6 98.2












20 17.9 17.9 17.9
82 73.2 73.2 91.1
7 6.3 6.3 97.3












23 20.5 20.5 20.5
83 74.1 74.1 94.6











19 17.0 17.0 17.0
71 63.4 63.4 80.4
20 17.9 17.9 98.2












16 14.3 14.3 14.3
85 75.9 75.9 90.2
6 5.4 5.4 95.5





























































































































































Listwise deletion based on all










































































Listwise deletion based on all






















































































































































Listwise deletion based on all






































































































Listwise deletion based on all












































































































Predictors: (Constant), X3, X1, X2a. 



































Test distribution is Normal.a. 














































































































































Mean Std. Deviation N
Correlations
1.000 .567 .568 .723
.567 1.000 .538 .571
.568 .538 1.000 .584
.723 .571 .584 1.000
. .000 .000 .000
.000 . .000 .000
.000 .000 . .000
.000 .000 .000 .
112 112 112 112
112 112 112 112
112 112 112 112
















Y X1 X2 X3
Variables Entered/Removedb







All requested variables entered.a. 
Dependent Variable: Yb. 
Model Summaryb










Predictors: (Constant), X3, X1, X2a. 


































Squares df Mean Square F Sig.
Predictors: (Constant), X3, X1, X2a. 
Dependent Variable: Yb. 
Coefficientsa
4.190 2.417 1.733 .086
.226 .102 .178 2.213 .029
.310 .152 .167 2.049 .043














Dependent Variable: Ya. 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
